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This chapter gives the background of the study, problem statement of the study, objectives of the study, research questions, significant of the study, purpose of the study and organization of the study as well as scope of the study.

1.2 Background of the Study
Beach (1980), commented that the performance appraisal is a systematic evaluation of the employee in relation to their job performance and their capabilities of doing a job; it is a progressive process in evaluating employee’s performance appraisal through which the employee’s performance can be identified and assessed in term of weakness and strengths, by measuring and improving job performance in order to fulfill the organizational objectives and goals.

Tyler (2012) assessed the performance appraisal practices and commented that teacher’s performance appraisal evaluation has become an important issue in school reforms efforts in achieving the expected goals and objectives. On the other hand Malongwa (1995), argued that teacher’s performance appraisal is the process of paying attention to the employee’s performance throughout the world on performance appraisal and the involvement of the government in each country becomes conscious in demands of assessing provision of education services in schools organization in term of quality and ensures that it is relevant and appropriate to the needs of the student’s academic performance in schools. Therefore, teacher’s performance appraisal system is of great importance since its main objectives is to improve individual teachers performance and motivation in schools. Steyn (2006),commented and  addressed that if the employees are to perform efficiently, they should be very motivated, understood  of what is required for them and have the ability and skills to fulfill their responsibility since, introduction of the teacher’s performance appraisal schemes in Botswana in 1992 showed that  very few  research has been conducted to examine whether in public service delivery is performed effectively  and the purposes for which it was introduced about performance appraisal, and for  evaluating the effectiveness of the performance appraisal system in  encompassing  a wide scope including the perception of employee’s towards the implementation of performance appraisal and  those who  are appraised and evaluated.

Walsh (2003) stated that, the teacher’s performance appraisal has been mostly practiced and operated in both public and private schools in Britain and United States of America for twenty to thirty years ago and almost at extensively researched on performance appraisal system and the management system. Despite the fact that, many experienced employees from these countries revealed that there is considerable dissatisfaction with the teacher’s performance appraisal system (PAS) in growing literature and improving approaches of evaluating the employee’s job performance in the organizations. 

Not only that  but it is recommended that, if teacher’s performance appraisal is spread  in all schools, the assessment of performance appraisal which is provided in the  management of the performance appraisal system is purely relevant to teacher’s job performance and  responsible policy makers and other stakeholders on educational planning, monitoring and evaluation. Furthermore, Nazir (2013) stated that, performance appraisal system is an important apprehension in school organization while administering the human resources management and functions such as planning, development recruitment, retention and training in implementing performance appraisal in the organizational management. Currently, in Tanzania the open performance review and appraisal system (OPRAS) is 
used in evaluating the teachers in both public and privates schools for the aims of identifying and evaluating individual performance, so as to improve teacher’s job performance and the effectiveness of performance appraisal system for teachers in school organizations. The findings of this study have shown the role of performance appraisal system (PAS), for teachers in improving job performance and evaluating teacher’s evaluation system. On the other hand the study was focused on evaluating and assessing the factors affecting the teachers’ job performance in schools together with problems which is associated with the performance appraisal system in Tanzania, evidence from Hanang district, Manyara region in Tanzania. 

Chacha et al (n.d), argued on the evaluation and assessment of performance appraisal done in the country especially on the open performance and review appraisal system (OPRAS) as performance appraisal evaluation system of open formal and systematic procedures which was  formulated to enhance both employers and employees in planning, managing, evaluating, and realizing performance improvements in the organization with the purpose of adding more improvements and achieving both individual and organizational objectives.

Rubin (2011) commented about performance appraisal that are operated in all public schools and  how teachers participated in  formulating  performance  appraisal criteria or clarifying  that, the criteria used in implementing performance appraisal  are appropriate to their specific tasks and activities that  they are doing and the specific goals to be achieved as per national policy and regulations . In other organizations, employees work cooperatively with supervisors and managers in order to develop performance criteria or draft individual development plans and organizational development plans annually. In developing performance criteria, all these rely on the employee’s judgment and supervisors in identifying appropriate criteria focused on the professional organizational standards. 
Also, both organizational performance appraisal management system and performance appraisal systems are facing  by many challenges in the organizations or institutions, the author argued that , one of the main challenge facing performance appraisal system is a  number of conflicting goals, on the performance management system, the competing goals of  the government programs namely, equity, fairness  process, efficiency and effectiveness which require competing performance measure to ensure that  none is rejected or minimized in judgments and identification of performance appraisal criteria and goals setting  (Rubin 2011). In performance appraisal system, a desire of identifying professional development parameters may conflict with a need to note weakness and differences in individual performance for the aims of informing other personnel on decision making on the employees such as promotions, transfer and disciplinary measures against employees in the organization (Rubin 2011).

Shukla et al (2015) argue and gave evidence  about the implementation of  open performance review and appraisal system (OPRAS) which includes the management process such as planning, decision making and controlling of the performance  appraisal process that needs to be practiced by both supervisors and employees and the  level of trust in implementing performance appraisal , that those running out appraisal process have training which give them knowledge of the  performance appraisal system and communication between supervisors and employees on the appraisal process that has to be enrolled  before appraisal process to continue and take place . On other hand ,the employees put more efforts to make clear and confident attribution about the cause- effects relationships of performance appraisal system depending on the distinctiveness, consistency and consensus of the performance appraisal system practiced in schools organization. Gachinga (2014), commented about the method used in evaluating employee’s performance appraisal process and practices in East Africa particularly  Kenya, 

this method is known as graphic ranting scales (GRS) which shows that the supervisors in the organization set a lists of criteria which are used in assessing employee’s performance that examines the employees performance appraisal practices and efficiency during its implementation, where by each criteria is associated by a ranting scale showing the employees performance. In doing this the point along the scale is clarified by the words that indicates the level of employee’s job performance these words are as ‘averagely, adequately, satisfactory, dissatisfactory and meeting performance standards of the set goals.

Shadrack et al (2013), argued that the employee’s performance appraisal practices in Kenya are being evaluated by the supervisors by using the method known as management by objectives (MBO) that are used in evaluating ,assessing and implementing performance appraisal . This method focused on the principles which emphasizes on organizational and individual goals setting and planning in which supervisors and their subordinates used to set objectives in relation to the employee’s performance in their organizations. By using management by objectives method in the implementation of performance appraisal, the managers and supervisors recognizes how employee’s performance influences and encourages by the interactions and participatory approaches between employees and the supervisors in goals setting. 

The aims of this method used  in evaluating employee’s performance is to give  employee’s an opportunity   to participate in goal setting and planning process and the supervisors to clarify to them what is being expected for employees to be achieved within a given period of  time. The author further argued that, the  process of  performance appraisal management system by applying management by objectives method the supervisors and managers are supposed to set a measurable goals with each employees in the organization ,in which the role of supervisors  is to discuss periodically with each employee about the progress of the performance  in relation to the organizational  goals and provide feedback accordingly  in the regular interval and review the progress of employees performance regularly.(Shadrack et al, 2013). Furthermore, the author stated on the critical incident method in assessing and evaluating the employee’s performance whereby the supervisors and managers in the organization often write down desirable and undesirable incidents of each employee’s behavior in the working place regarding their job performance. Thus, the supervisors and managers in the organization  as well as  the employees meet at regularly in order  to discuss the incidents of the job performance of each employees, the critical incidents method provides supervisors and the mangers  information about good or  outstanding performance  and poor performance of the employees  and this information help them  in knowing how the employees  performance were appraised, evaluated and ensured the supervisors to thinks critically  in order to monitor the employees job  performance annually, also, critical incident  provides a supervisors  a lists of specific incidents areas in a job performance  of the employees and the supervisors to  address the employees  to improve their performance for the career development (Shadrack  et al, 2013).

Grossi (2012) argued that performance appraisal is practiced by  using a general schedule method (GS)  this  performance appraisal method based and focused  on quality steps which  increases on general schedule grade that organization may give to the employees ,this method is applied in United states of America which  have  achieved the highest ranting  of records that focused on  the recent performance appraisal practices and have  archived the organizational objectives and developed other criteria needed in employee’s job performance also, the author further commented on how  the   quality step increase on general schedule which  is the  basic pay increase. Yambesi (2011) stated that, the implementation of open performance and review appraisal system (OPRAS) follows the 
sequences of interlinked process that has roots from annual planning process and lasting with the provision of employee’s evaluation feedback of the annual overall performance appraisal system which based on the input of the annual planning process, setting of annual performance target and identifying all elements used during open performance and review appraisal system. According to author the performance appraisal targets must be used in assessing and evaluating every public servant by comparing the employee’s achievements against agreed performance standards as formulated in strategic human resource management plans for all public and privates institutions in Tanzania. Thus, the annual performance appraisal targets of individual employees are set only after the overall directions, objectives which have been examined for all organizations as well as sections within the organizations. 

Muhammad et, al (2011), stated that the performance appraisal system can be evaluated by using 360-degree feedback methods, this performance appraisal method  is  used  in Pakistan civil servants, where by 360-degree feedback performance appraisal system is  the involvement of the employees themselves in evaluating individual performance and the performance of other employee’s in the organization , in addition to that 360- degree feedback  method of appraisal system the superior got  information about each  individual performance is obtained from different sources of information , these includes the supervisors themselves , top management, assistants,  co-workers, customers, dealers, advisors, and community officials around organizational premises, also, in 360 -degree feedback appraisal system information can be obtained from anyone who interacts with the employees and can tell how the employees behave and work with him or her in the organization.
1.2 Statement of the Problem
Monyatsi (2006) argued and gave evident that the major purposes of teacher’s performance appraisal are to develop teachers in implementing OPRAS in order to improve their service delivery in school organizations. This effectiveness of implementing teacher’s performance appraisal is, however, development on the perception of the teachers themselves about performance appraisal system used by the government authority in evaluating and assessing  the teacher’s job performance, but the evaluation of the teacher’s job performance discloses and individual contributions in achieving organizational goals and objectives. On top of that (Yambesi, 2011) stated that the open performance review and appraisal system (OPRAS) which was introduced in the wake of the extensive public sector reform program (PSRP) ,in this reform  the  strategies are vested in the wake extensively to the  structural adjustments policies and the new public management approaches has been  increasingly adopted in low income countries and new developing countries in Africa like Tanzania which is being caused by a strong manifestation of the processes of globalization in all aspects of human life especially in the implementation of performance appraisal in both public and private sectors. 

The open performance and review appraisal system plays an important role in the improvement of services delivery as indicated in the public service Act which defines OPRAS as compulsory task in the public sectors in Tanzania (Songstand, 2012). Katongole (2007) argued that the performance appraisal system are  expected to be used  by the government authority in decision making such as to promotions, training, decisions on salary increments  and termination of contracts of the employee’s  in public and private institutions. Apart from that  the open performance and review appraisal system  should  be a system used in  providing feedback on employee’s  job performance, but this is  probably  not to be applied and used  efficiently in evaluating performance  appraisal. 
Similarly, the same study was conducted by Wadesango et al (2014), who commented that OPRAS is poorly formulated and done in the organization,   therefore, it causes operational problems during its implementation; this implies that the criteria used for performance appraisal are poorly constructed and operated; this means that performance appraisal looks good in its process and practices but difficult to be implemented in the organizations in public service delivery. Despite the fact that the government of the united republic of Tanzania makes sure that performance appraisal is implemented for teachers on improving job performance, but the current performance appraisal practices shows that it is done only as mandatory procedures in its implementation. Therefore, the key objectives of this study were to assess the role of performance appraisal on improving teacher’s job performance in Hanang’ district council. The findings of this study investigated how performance appraisal process is effective and how OPRAS has managed to meet organizational objectives, employee’s individual objectives and improve the teachers’ job performance in school organization in the district.

1.3 Objectives of the Study
1.3.1General Objectives                                                                                                       Assessments of teacher’s evaluation system in improving job performance in public schools   in Hanang’ district council
1.3.2 Specific Objectives                                                                                                                      i.  	To assess teacher’s evaluation systems in job performance in public schools in 
Hanang’ district council
ii. 	To assess the factors affecting the implementation of performance appraisal for teachers in Hanang’ district council
iii. 	To assess the role of performance appraisal for teachers in improving job performance and the management system in school’s performance.
1.4    Research Questions
i.	What are the factors affecting teachers’ performance appraisal?
ii.	What are the roles of performance appraisal for teachers in improving job performance? 
1.5 Significance of the Study
The significance of this study should be observed in several different ways as shown  hereunder, due to the fact that the study was provided the deeper insight to the policy makers and stakeholders  in the formulation of the policy that guides the performance appraisal ,the implementation of OPRAS in public institutions and the practical ways of dealing with performance appraisal in improving  teacher’s  job  performance .Since, the objectives of the  study was to  assess the teachers evaluation system and the  performance appraisal for teacher’s in improving job performance, and through this study the  opportunity of the government and the policy makers are now in a good  position to get enough experiences and  knowledge  about a real situation regarding performance appraisal in improving job performance in both public primary and secondary schools in Hanang’ district council, Manyara region.

In addition to that, the findings of this study was served as a guidelines to the government of the United Republic of Tanzania as well as public schools organization, the employers and other organizations that are dealing with the issues pertaining to the  performance appraisal management in improving job performance for teachers at large as a key issues of focus in this study pertaining to the assessment of the  factors affecting teacher’s evaluation system and  performance appraisal in improving job performance, challenges facing the management of performance of performance appraisal and the role of performance appraisal system  in all schools organization  in Tanzania.
Furthermore, the findings of this study about the role of performance appraisal on improving teacher’s job performance and other findings revealed by different authors contributed much to further research undertakings on the issues pertaining to open performance and review appraisal system in Tanzania that is recently practiced as shown in the findings of this study. Not only that but also, the findings of this study were provided a point of references to those who wish to conduct any study on performance appraisal system for teachers in improving job performance worldwide, Africa and Tanzania as well. Also, the study was informed the government and the education sectors ,other stakeholders and  agencies on the need of transforming management of performance appraisal system in order to improve job performance for the teachers and other professionalism in Tanzania and worldwide.

1.6 Scope of the Study
The findings of this study was confined itself to a sample of eighty (80) teachers as employees in Hanang’ district council and fourty (40) supervisors represents employers in the organizations. Also, in this study the major issues  of focus was on the role of performance appraisal for the teacher’s on improving job performance Tanzania using Hanang’ district council as a case study.

1.7 Organization of the Study





















This chapter of literature review presented the related literature or literature of other scholars relating to this study, in broad term it has covered the conceptual frame work, literature review, related studies and the research gap related to the role of performance appraisal for teachers in improving job performance in Tanzania.
2.2 Definitions of the Key Terms
i.	Performance appraisal is the systematic process that provides analysis, evaluation and assessment of person’s job performance in relation to performance appraisal and overall capability and potentials, allowing informed about decision making to be undertaken for particular purposes of improving job performance in the organization (Burma, 2014:249).
ii.	Performance management is the systematic system for improving employee’s job performance and the organizational performance by developing the performance of the individuals and terms used in job performance (Amstrong, 2006).
iii.	Supervisor is the immediate superiors of an employee in the organization and to whom he/she reports to and will assess and evaluate the employees’ performance according to the performance objectives and contracts agreements in employment (Yambesi, 2013).
iv.	Employer is a person who entered into contract with a person or an organization in the public service and  to whom the public servant fall into a contract of service and who is responsible for the payments of salaries of such a public servants in such organization (Yambesi, 2013).
v.	Individual performance agreement is an annual agreement on objectives, targets, performance criteria and resource required agreed upon by both employers and employees in the organization (Akinbowale, 2013).
vi.	Performance appraisal criteria is the performance standards set and agreed upon by employees  and their supervisors on how performance will be assessed and evaluated  against each set target contained in the performance agreements and contracts (Rubin, 2011).
vii.	Evaluation is the process of appraising, reviewing, regulating and controlling performance to conform to certain standards, to measure performance, watching deviations, and take corrective actions (Mosha, 1980).

2.3 Critical Review of Supporting Theories 
The theoretical literature review and critical review of supporting theories which are relevant to this study which give out the important factors that influencing the job performance that can be used in the assessment and evaluation of individual employee performance. These theories are relevant with the current study on the role of performance appraisal on improving teacher’s job performance, these theories were formulated by Armstrong (1928) and Tyson (2006) and the theories are as follows:

2.3.1 The Expectancy Theory
According to Tyson (2006) it was stated the expectancy theory of motivation in the organization which is  about the behavioral process of human beings which gave the reasons why individuals select one behavioral option over another option in achieving the organizational goals . The author further argued that the individuals also make decisions regarding their job performance on how to achieve the end they value in decision making process. By stating the expectancy theory in motivating employees in the organization, three variables are considered such as expectancy, instrumentality, and valence. In the variable of expectancy the author states that the employee’s efforts in achieving the organizational goals   will result in attaining the expected performance goals in the organization. But the factors related with this individual’s expectancy perception are self-awareness about job performance; this is the beliefs on the ability of the employees to perform a tasks and activities in the organization, and goals to be achieved. On other hands, the author states on instrumentality variable in which human beings or individual employees belief that person will be given a rewards for their performance, whether the performance expectation is achieved successfully or not (Tyson 2006). 

The author believes that rewards may come in the form of a pay increase, promotion, recognition or sense of accomplishment or any other incentives given to employees for outstanding performance in achieving expected goals. Also, the author states that the instrumentality is low when the reward which is provided for the performance of individual employee is low for his or her job performance. The factors associating with the individual’s instrumentality for output are level of  trust between supervisors and employees, and policies and principles that govern employee’s job performance in the organizations, and if individual employee trust their managers and supervisors , they are more likely to believe their leaders and leader’s promises and when there is a lack of trust between employees and their supervisors, individuals think that there are some kind of control over how, when and why rewards are distributed and provided accordingly (Tyson 2006).

Therefore, this theory is similar with the study on the role of performance appraisal for the teachers in improving work performance whereby an employee have positive attitude with a work performance if feedback and reward are given upon for outstanding performance and achievement in the organizations, and when the government officials use information from performance appraisal in decision making such as promotion, demotions and training (Tyson, 2006). Not only that but also the author comments on valence variable in which the value that individual places on the rewards based on their needs, goals, values and source of motivation for the job performance in the organization and the factors associated with the individual’s valence for output are values, preferences, needs, goals, and sources of motivation, strength of an individual’s preferences for a particular outcomes of the job performance. 

Also, the expectancy theory states that expectancy and instrumentality variables are attitudes that represent an individual's perception on job performance and individual efforts of employee’s in improving job performance will lead to the expected goals to be achieved and the valence is considered in an individual’s values system in job performance. This theory assists in performance appraisal as analysis become meaningful when the level of efforts and expectations of employees is evaluated and measured by the top management in the organizations (Tyson 2006).

2.3.2 Herzberg Theory
According to Armstrong (1928), Herzberg theory stated that there are some factors which are affecting employee’s performance in the working place that are associated with the job dissatisfaction among employees in the organization, these are two-factors theories which is separating  set of factors cause job  dissatisfaction or unpleasant situation or working conditions  to the employees. This theory of motivation employees in the organization are not content with job dissatisfaction of lower order needs at work, for example those associated with low salary levels or safe and unpleasant working conditions, but the employees look for the gratification of higher level of psychological needs that having to do with achievement, recognition, responsibility, advancement and the nature of work itself which lead to job dissatisfaction. The author proposed two-factors theory of motivation which based on notion that the presence of one set of job characteristics or allowance, bonus and other incentives lead to employee’s job satisfaction at working place. 
The Herzberg theory distinguishes or differentiate  between motivators such as challenging work, recognition, responsibility that give positive job satisfaction arising from intrinsic conditions  of the job itself, such motivation are  as recognition, achievement, or personal growth and hygiene factors such as status, job security, salary, fringe benefits, work conditions all  this  do not give positive  job satisfaction, though dissatisfaction results from the hygiene factors but these are extrinsic to the work itself, and include aspects such as organization policies, regulations supervisory practices and  wages or salary that are provided  to the employees as a motivation  (Armstrong 1928).

Furthermore, the author comments on hygiene factors that are needed to ensure that an employee is not dissatisfied with a job performance in the organization and motivation factors are needed to motivate an employee to higher performance standards. Therefore, the performance of the employees depends highly on whether the employees are satisfied or dissatisfied with the job they are doing. This theory can enhance performance appraisals by evaluating employee’s job performance and this depends mostly on whether they are satisfied or dissatisfied with the job in hand (Armstrong 1928).

2.3.3 Mc Gregory’s Theory of X and Y
 Tyson (2006) stated Mc Gregory’s theory in two different models of employee’s motivation in the organizations and  stated and commented on the theory X and theory Y which is based on some assumptions in which theory X states that, management assumes that employees dislike work, prefers to be directed and controlled in job performance. Theory X is based on assumptions that the employees are inherently lazy and will avoid work due to job , a result, supervisors and managers believes that workers needs to be 
seriously supervised and comprehensive systems of controls should be  developed for the employees. From Mc Gregory’s theory it is proved that employees will show lack of ambition in job performance and without an enticing incentive program and avoid responsibility whenever they can. In theory X managers and supervisors are assumed to blame everybody in performing job in the organization, as the results they think that the employees work only for money, they are not interested in job performance and lack ambitions, creativity and working morale in job performance. Armstrong (1928) stated theory Y that is based on assumptions that management assumes employees may be ambitious and self-motivated and self-control and have self-awareness in doing job. In this theory it is believed that employees enjoy their mental and physical work and duties without being controlled by the managers and supervisors in the organizations and the employees have creativity in problem solving, their talents are under used in improving job performance in the organizations. 

In theory Y the supervisors and managers believes that employees will learn to find out and accept responsibility and to exercise self-control and self-direction in accomplishing objectives to which they are assigned and committed in the organization. In addition to that   in theory Y, managers believe that employees need to perform well at work and achieve organizational goals and objectives. Armstrong (1928) argued that in theory X supervisors are more likely satisfactory  and they should develop the climate of trust with the  employee that is required for human resource functions such as development, recruitment, and retention and planning in the implementation of job performance in the organization can play a virtual role in the job performance of the employees and supervisors in communicating openly with subordinates so as to minimize the difference between supervisors and their subordinate and create relationships not only that but also, creating a comfortable environment in job performance and the subordinates can develop and use 
their abilities in improving job performance and achieving organizational goals. This climate would include the sharing of ideas in decision making so that subordinates have say in decision making regarding their job. Therefore, these theories influences performance appraisals for the employees on improving job performance to the extent that, where the supervisors can examine that the employees fall under the Theory X category or the Theory Y category (Tyson, 2006).

2.4 Empirical Analysis of Related Studies
2.4.1 Assessment of Performance Appraisal System Worldwide, Africa and Tanzania
Daoanis (2012) investigated the performance appraisal system and its implications to employee’s performance in Kingdom of Bahrain in Georgia by using both qualitative and quantitative approaches. The results of this study revealed that the performance appraisal systems of teachers in school organization are in space and align with the visions and missions of the organization and it is accurate in terms for contents and purposes. In the study it is recommended that the schools organization should re-visit and redesigns its performance appraisal system and that is align to its vision and mission towards the achievements of the schools organizational goals.

Flaniken (2009) assessed the performance appraisal system in higher education in the Christian schools in Central Florida in United States of America; the researcher used descriptive design of data analysis and interpretation. Furthermore, the study revealed that performance appraisal creates benefits in an organization and to its employees for the aims of achieving organizational goals, and also it provide comprehensive review of the development of the performance appraisal and the detailed look at the challenges facing the implementation of performance appraisal system in improving teacher’s job performance.
Ikramullahq (2012) evaluated the perception of employee’s in public service delivery regarding various purposes of performance appraisal practices in Pakistan by the use of descriptive data analysis. The results of this study showed that employees have mixed responses regarding performance appraisal systems i.e. support to decision making such as promotions, transfers, termination of contacts, and demotions .In this study it is recommended that for making appraisal system purposeful and meaningful in the minds of the employees and the direction must be given for future research in the performance appraisal of civil servants in both public and private institutions. Muhammad et al (2011) analyzed the performance appraisal system for teachers in public Universities in Pakistan by the use of the combinations of qualitative and quantitative research approaches, The findings of this study showed that absolute evaluation system of teachers and, exclusion of students feedback, untrained evaluators and decreased motivation for the process are the potential hindering factors for performance appraisal in public Universities in Pakistan.

Bilal et al (2014) conducted study in Pakistan by using comparative design of data analysis. The study revealed and investigated the impact of performance appraisal on employee’s job performance in private universities. Also the study recommended that performance evaluation of teacher’s in terms of teaching carriers and research outcome is the main area of concerns in any education institution in both develop and  developing countries. On the other hand, Karimi (2011) examined the relationship between employee’s performance appraisal system and employee’s job satisfaction in Pakistan by using correlation and linear regression in analyzing data. The results of this study show that there is a positive relationship between independent variables and dependent variables, also the results are compared and discussed in line of relevant research studies. Hassan (2012) assessed the performance appraisal system in Pakistan by using descriptive design of data analysis. In this study the author examined the perceptions of the employee’s 
regarding various purposes of the performance appraisal system, also the results has shown that employees have mixed responses regarding purposes of purposes of performance appraisal system. This was implied that appraises are not fully aware to all the purposes of performance appraisal system, thus, in the study was  recommended that for making the appraisal system purposeful  and effective in minds of appraises the supervisors should give directions for implementing performance appraisal system of civil servants so as to achieve organizational goals and objectives. Usop (2013) conducted a study on the relationship of work performance and job satisfaction among teachers in the division of Colabato city in Malaysia by using descriptive design of data analysis, the results revealed that, if teachers contented with their job, will develop and maintained high level of performance, teaching learning process could make their performance more efficient and effective that could produce high competitive learners in the country and elsewhere.   

Magbool (2014) studied on the effectiveness of teacher’s performance appraisal system in public schools in city schools in Pakistan, the researcher use descriptive design of data analysis .Also, the study recommended that the supervisors who are reviewing the operation of effectiveness of performance management within their own organization as well as organizations that are considering the introduction performance management in their schools. Similarly, Shafique (2014) assessed the effectiveness of performance appraisal system in Bahawalpur by using descriptive design of data analysis. The results of this study revealed the status of performance appraisal system and its impacts of performance appraisal for employees in improving employee’s performance for the aims of achieving organizational objectives, also the study investigated that performance appraisal is valuable to the national or public and private school management that wish to consider how to evaluate the effectiveness of various options before introducing a system of performance appraisal. 
Whitfrd (2013) analyzed the appraisal system for teachers   of primary schools in New Zeland by using qualitative research design of data analysis. The findings revealed that successful appraisal can be achieved if these conditions could exist in implementing performance appraisal in the organization. These conditions are such as effective leadership, trusting relationship, clear system and staff ownership of appraisal process. Maharaj (2014) studied the administrative views on teacher’s evaluation system and teacher’s performance appraisal process in Ontorio, Canada by using descriptive design of data analysis. The results indicated that administrators did not receive extensive training and desires of the training they did receive, most of the administrators did not find it very useful in the implementation of performance appraisal. In addition to that the supervisors and administrators did not feel strongly that the classroom observations adequately assessed teacher’s practices and they did not feel that there had been substantial improvements in teacher’s practices in their schools as the result of the performance appraisal process and practices.

Tabassum (2012) analyzed the performance appraisal practices in Bangladesh by the use of descriptive of data analysis; the study recommended that organization’s performance appraisal practices are dependent on their human resource management as retaining high quality and human resource has become a change in this sector. This study examined that the characteristics, elements, assessment approaches and methods of performance in the organization, also this study revealed a critical assessment that identifies the effectiveness of current performance appraisal practices in Bangladesh. Sheikhah (2015) examined the impacts of personal characteristics on employee’s perception towards the objectivity of performance appraisal in Jordan by using qualitative and descriptive analysis, the results of this study revealed the impact of the personal characteristics on the employees’ perception on the objectivity of performance appraisal. Also the study recommended that the 
employees believed that performance appraisal process is not objective in its implementation. Moreover, the results proposed that the employees believed that the performance appraisal process is not objective and the study provides a number of recommendations that help governmental managers to deal with the employees' performance appraisal errors to be more objective in the future implementation of performance appraisal. Anderson (2013) investigated appraising teacher’s quality in Norway by the use of qualitative approach of the data collection and analysis, the study recommended on the teacher’s quality and standards on the ethical conduct and cooperative relationship in performance appraisal, also the findings in this study suggested that a great potential for using the framework to prepare, guide, improve and evaluate teachers in Norway. 

Figazzolo, (2013) assessed the use and misuse of teacher appraisal in Norway by using descriptive design of data analysis. The study revealed that appraisal as its best when it enhances teachers learning and confidence. This requires quality feedback and mutual reflection as in any interactive and collaborative work. The evidence from this study is that for every jurisdiction which sees performance appraisal as developmental, there is evidence which sees appraisal as coercive, Education International in Norway believes that, within teacher policies, performance appraisal is developed in collaboration with teachers and their organization and that all involved in appraisal agree on its purposes. Shafudah (2011) studied on the way of enhancing performance appraisal management in Namibia by the use of qualitative methods of data collection and analysis. The study investigated the critical factors that accelerate employee’s performance appraisal management process, the results of this study showed that performance appraisal of employees was not informed  by neither job description nor by agreed performance measurements.
Akinbowale et al (2015) analyzed the role of performance appraisal policy and its effects on employees’ performance in South Africa; the author use descriptive design of data analysis. The study revealed that the effectiveness of  performance appraisal policy for teachers remain in a practical challenge to managers and employees because of cognitive, motivational and behavioral factors at an organizational level and the performance appraisal policy impacts other human resource (HR) policies and organizational strategy. Kamper (2006) investigated the current teacher’s performance appraisal scheme in Botswana by using both qualitative and quantitative of research methods, the results of the study  revealed that the teacher’s perception of the effectiveness of the appraisal are categorized according to the following key terms; teacher’s performance, motivation of teachers, working relationships, and teacher’s training on performance appraisal. In this study the researcher argued that the appraisal process as practiced in Botswana’s secondary schools, teachers can gain increased knowledge and skills, which ultimately enhance their performance in their daily duties in the schools.

Taderera et al (2011) investigated the evaluation of performance appraisal system in Botswana by using qualitative research design, the results indicated that the system is used to identify employees for promotion and to decide on salary awards, however, it was found out that the rewards outcomes did not always shows a positive reflection of performance appraisal outcomes and that the system was no consistent.  Machingabi (2013) studied on the challenges experienced by teachers when implementing performance appraisal system (PAS) in Masvingo province of Zimbabwe by using descriptive design of data analysis. The study investigated that lack of training on performance management (PM), abuse of system by the  supervisors and managers’ failure of the supervisors to provide staff development programs, lack of meaningful reward, as well as of shortage of resources where the major obstacle  affecting the implementation of performance management 
system. Zvavahera (2013) investigated that the performance management system was fraught with challenges due to complexity to its tenets by the employers in Zimbabwe; the study revealed that the current performance management system was not enhancing the provision of quality service in civil servants including teachers because employees and employers did not adhere the merit in its application. The recommendations were that the system needed to be simplified and employees needed to be thoroughly trained and that the employers should adhere to the tenets of the performance management system so as to make it effective.

Nhamo (2014) assessed the perception of the management by objectives (MBO) and performance appraisal system as a quality control measure in schools in Zimbabwe by using qualitative approach, the study revealed that teacher’s perceived on the whole process of appraisal as just but a disoriented rituals which has failed to accomplish intended objectives due to underfunding and lack of commitments by its very initiators. Chukwubikem (2013) studied teacher’s performance appraisal as the process of arriving at judgment about individual teacher’s performance appraisal against the background of his work environment and his future potential for the school systems in Nigeria by using descriptive design of data analysis. In the study the author argue that increasing teacher and teaching effectiveness is arguably the paramount challenges facing in public primary and secondary education in the country. 

Also the further argue that the effective teaching evaluation is a key to helping teachers to improve their teaching, which then improves student learning and increase performance of the students .The teacher evaluations are often design to serve two purposes such as  to measure teacher competence and to foster professional development and growth and to help schools to become sensitive to individual talent, performance and motivation by allowing teachers to progress in their career and take on new roles and responsibilities based on evaluations of their performance. This study revealed that   to be more effective, teachers need to participate actively in the evaluation process and the evaluators should spend time to make sure quality information is gathered. Namuddu (2010) studied the staff appraisal system and their effects on teacher’s performance in Aga Khan Schools in Uganda by the use of qualitative techniques of collection and analysis. The study noted that emphasis was lacking on teacher based evaluation appraisal system, the schools criteria lacked more detailed on individual employee’s job performance. 

Kyakulumbye (2013) investigated the influence of appraisal system of staff performance in public schools in Uganda by using qualitative techniques of date analysis. The study recommended that public schools should clearly observed guidelines for developing performance objectives, clearing assigning and identifying areas of responsibilities for all staffs and communicates priorities in school organizations. Also the study recommended that teacher’s performance appraisal evaluation would be given priority during its implementation, so that the teacher’s feel empowered in implementing performance appraisal yet, the general schools evaluation need to be detailed in order to measure practical and specific items in the performance and also collective actions was needed to improve transparency in the organizations.

Karuru (2014) assessed the current of performance evaluation system which used to evaluate secondary schools teachers in Meru central district in Kenya and also investigated the effectiveness of evaluation system in a line with set objectives by using descriptive design of data analysis. The study found that the current evaluation system does not line to the expectations when applied in secondary schools. Kuhugu (2013) conducted research on the relationship between performance appraisal and teacher commitment in schools in Nakuru County in Kenya.  The study showed that perceived fairness of performance 
appraisal has influenced teacher’s commitment in their job performance through mediating factor of job satisfaction. The findings are consistence with the efforts done by the government to establish a more accountable in decision making process in an organization. The study was conducted through descriptive and inferential statistical methods of data analysis; the results of this study are the same as the current study on the role of performance appraisal for teachers in improving job performance. Wanjiku (2013) assessed the teacher’s perception on the role of performance appraisal in enhancing teaching and learning process in public schools in Kimbu County in Kenya by using descriptive design of data analysis. The study revealed the nature and types of tools used in teacher’s performance and find out how the performance appraisal is enhancing teaching and learning in schools. Also the study recommended that in order to improve the nature of performance appraisal in schools, the supervisors should be engaged in frequent evaluation of teachers’ performance, which would help in supporting human resource (HR) activities such as promotion, salary administration and identification of its strength and weaknesses.
 
Matunge (2013) investigated employee’s perception of the effectiveness of performance appraisal system in teacher’s service commission in Kenya by using descriptive design of data analysis. The study established that the performance appraisal system used by the teacher’s service commission is simple and had been consistent over time. Also, the employees in the commission are subjected to the same standards as far as performance appraisal is concerned. However, it is clear that the system does not seem to involve the entire employee during the development process. The study revealed that the performance appraisal system has number of factors that discouraging subjective performance evaluation of the employees such as lack of knowledge of appraises, lack of clarity on the parameters used, lack of communication to enhance feedback performance, personal differences of appraisers and appraises and collective responsibilities in organization 

activities.  Otieno (2015) revealed the teaching staff welfare practices and their effects on work performance of secondary schools teachers in Kenya by using descriptive survey design of data analysis. The study investigated   the challenges faced the school administration when carrying out performance appraisal. The study was significant to educational practitioners and stakeholders t solve the challenges facing  them to adopt staff welfare practices that purely motivate the teaching staff hence enhancing their efficiency and effectiveness in discharging their duties. The study revealed that welfare practices affect performance and productivity of teachers.  In the study it was recommended that the government financial support and its effect on school management and scheme of promotion on teacher’s performance.

Alubbe (2015) assessed the factors influencing the implementation of teachers’ performance appraisal system in public secondary schools in Westland’s county in Kenya. The author used descriptive research design of data analysis when conducting the research. This study revealed the effects of performance standards on the implementation of performance appraisal in public secondary schools. Also the author recommended that there is need for enhancing performance planning, better performance monitoring during the year and ongoing feedback during the year should be given in an in-depth consideration. Furthermore, Owiye (2013) analyzed the performance appraisal practices in public secondary schools in Kenya, by the use of qualitative data analysis, descriptive statistics design such as frequencies, means and percentages. The results of this study showed that appraisal acted on the motivation of the teachers. On the other hand, the study recommended the increase of the regular school attendance and coverage of syllabus, increase in the effective execution of work with little or no supervision by producing good results, increasing the teacher ability to achieve their set objectives without forgetting their areas of weakness, increase the willingness and the ability of parents and other 

stakeholders, teachers will improve the efforts of syllabus coverage in schools. Nyongesa (2014) conducted research on the performance appraisal system for teachers’ performance in Bungoma County in Kenya by using descriptive design of data analysis. The study investigated that the performance appraisal system is not adhered to during the appraisal as stated in the manual of performance appraisal. Also this study recommended that the supervisors should be trained the principles on how to effectively carry out performance appraisal especially delivering a feedback appraises and encourages teachers to carry out a self-appraisal. 

Shadrack et, al (2013) investigated the relationship between policy of performance appraisal in achieving intended goals and performance appraisal as well as the extent to which performance appraisal tools influence teacher’s performance appraisal and the challenges facing performance appraisal of teachers’ service commission (TSC) in high schools in Bomet constituency in Kenya, the author used descriptive statistics in form of tables and pie charts. Therefore, the study could help the TSC to measure and evaluate the efficiency of its teachers and acts as a point of reference for the future researchers of performance appraisal globally. 

Kamiti (2014) assessed the effects of performance appraisal system (PAS) on employee’s motivation and the relationship between promotion and motivation, training and motivation on employees in Kenya by using descriptive design of data analysis. The results in this study have shown that performance appraisal system acts as an important factor contributing to the motivation of employees in the organization so as to achieve organizational goals. The more transparent of the supervisors in implementing the performance appraisal practices is in the public service delivery. Also, the results suggested that promotion and training are significant factors in motivating employees in the evaluating their job performance. Further, the performance appraisal management should give sufficient feedback on appraisal to enable employees to identify their strengths and weaknesses. Finally, employees should be involved in setting of targets to establish transparent and objective criteria for appraisal to enable them know the basis upon which they are being evaluated and appraised. Ochoti (2012) investigated the factors influencing employee performance appraisal system in the Ministry of State for provincial administration, Nyamira District, in Kenya using multiple regressions. The results of the study showed five factors used in implementation of performance appraisal such as implementation process, interpersonal relationships, rater accuracy, informational factors and employee attitudes all these had a significant positive relationship with the performance appraisal system. Also the findings of this study provided many implications for the implementation of performance appraisal systems. It shows that if these factors are taken into consideration by the employees the employers and the government policy makers, the performance appraisal system can be a good performance management tools.

Fredie (2015) studied the factors affecting implication of the performance appraisal system (PAS) in Nyamasheke district in Rwanda. The study used qualitative techniques of data collection and analysis, the study investigated how the level of trust between the appraisers and appraises affect implication of performance appraisal, also the researcher recommended that the implication of staff performance appraisal should be done on the basis of trust, it is not only a duty of appraisers but also the appraises  to actively get involved in the exercise as it leads to the smooth running and provision of constructive feedback aimed in the improvements job performance. Nwanne (2014) studied the performance appraisal and labor relations practices in public secondary schools in Abia Nigeria, by the use of co relational survey design. This study revealed that both performance appraisal and labor relations practices jointly predict teachers’ professional commitment in job performance. It was recommended that the secondary management 
Board (SEMB) should focus more on labor relations practices and improve on fairness in promotion of teachers in order to ensure teacher’s commitment to teaching profession. Again, the government should ensure an environment or workplace for the teachers and endeavor to avoid action that could jeopardize the sense of commitment. Ezekiah (n.d) studied the challenges facing performance system (PAS) in Tanzanian local authorities particularly Arusha city council, the researcher used qualitative approach in data collection and analysis. The findings this study revealed the lack of commitment in implementing the performance appraisal and the sufficient financial resources to facilitate the institutionalization of performance appraisal system (PAS). Furthermore, the study identified power distance and uncertainty avoidance as major deterrents to institutionalization of performance appraisal in local authorities in Tanzania. 

2.5 Synthesis and Knowledge Gap in Literature Review
The literature review in this study has revealed on the role of performance appraisal for the teachers in improving job performance, and evaluating performance appraisal management system for the teachers and sustainability of performance appraisal in achieving organizational goals and objectives which was supported by the theoretical framework that guided this research paper. The literature review specifically based on the role of performance appraisal and its management systems of the supervisors, managers and other employers in their organizations. The literature viewed in this study has been shown that open performance and review appraisal system (OPRAS) is being facing by challenges in the implementation of this appraisal system in schools and other organizations. The management of performance appraisal   have formulated from the theoretical findings and literature review or theories of the related studies and empirical findings from other experts that reveals the relationship between the performance appraisal system and job 
performance of the employees in term of context, supporting inputs, process and products.  On top of that the study shows the effective implementation of OPRAS and sustainable appraisal system which depends on the systematic planning, monitoring, evaluation and adequate physical, financial and human resources functions such as recruitment, training, retention, planning and development in the organizations. From the literature reviewed, the findings from Tanzania such as those of (Songstads, 2012), who comments that the open performance and review appraisal system (OPRAS) seeks to improve employee’s performance through setting individual goals and providing feedback for their performance in the organizations. In this study it is argued that OPRAS shows appraisal system as the way of building share vision, understanding and agreements between teachers and their superiors about the results to be achieved and assessment the of activities performing by the employee’s for a progressive improvement of  job performance in service delivery in both public and private institutions. 

The principles and regulations of OPRAS implementation are that the employees set both organizational objectives and individual objectives, after six months the achievements are to be evaluated and after 12 months the achievements of the past years are evaluated, the supervisor and the employee come to an agreement on the performance to be recorded in open performance review and appraisal system OPRAS. However, the factors affecting teacher’s performance appraisal on improving teacher’s job performance, still persists at school organization that is why the researcher found it necessary to study the role of performance appraisal on improving teacher’s job performance. In addition to that a study is similar with the conducted in Tanzania by Yambesi (2011), who comments on the assessment of the role of the performance appraisal in improving teacher’s job performance, this is due to the fact that, it is impossible to implement the current employee performance appraisal system if all procedures are not met as per organizational objectives. The core procedure is the 
organizational planning at the individual employee level, and at organizational level, these planning lead to the interaction between an employee and their immediate supervisors and managers to establish what is to be achieved and what is to be done including determination of individual workloads. This study, therefore, was aimed to bridge the gaps by addressing issues of the effective performance appraisal and the job performance in public schools in Tanzania. 

2.6   Conceptual Frame Work
In this study, the Stufflebeam model of evaluation of the project or program commonly known as CIPP was adopted by the researcher in investigating the role of performance appraisal in improving teacher’s job performance in school organization. According Stufflebeam (1971) it was stated that a CIPP model involves context, input, and process and product evaluation in project planning .monitoring and evaluation. This model used in project evaluation reveals the conceptual framework for guiding evaluation of a projects and personnel products, institutions and systems. The logic behind this model is that all elements such as context, input, process and product is interdependent to each other in the evaluation system of the project, therefore, in the evaluation system of the project, one stage undergoes self-evaluation of its concern before proceeding to the next one and at the end all evaluation system is completed.

Musulis et al (2011) commented on this model of contexts, input, process product is a comprehensive framework and model, whereby product is greatly influenced by the context, input and the process, thus, if one of these three elements encounters some problems, its impacts will affect the product and the whole evaluation system, on the other hand, the type of product determines the appropriate context, input and process. In this study, the   researcher was adopted this model basing on the assessment of the  role of 
performance appraisal on improving teacher’s job performance ,this study is evaluative in nature, since ,it seeks to assess the role of performance appraisal for teachers and open performance review and appraisal system (OPRAS) in improving teacher’s  job performance. Furthermore, the model itself is useful in the range of discipline and service areas such as performance appraisal system for teachers in improving job performance; the model sees context evaluation as involving assessment of needs, problems, and opportunities within a defined working environment. Also, input evaluation focuses on the assessment of competing strategies of the work plans and budgets for implementation of programs or projects. Not only that but also, process evaluation monitors documents and assesses job performance, while product evaluation identifies and assesses intended and unintended outcomes or negative and positive impact of the job performance (Misulis et al 2011).

2.6.1 The Context
In the study context evaluation assessed the  needs, problems, asserts and opportunities on role of performance appraisal in improving teacher’s job performance so as to help decision makers to define the organizational goals and help the broader group of  supervisors to judge goals, priorities and outcomes in project planning ,monitoring and evaluation. Furthermore, context evaluation can be done before, during or even after implementing programs, projects or other improvement efforts in implementing the projects. In this study, the context comprised of variable such as teacher’s job performance and the reasons that affecting teacher’s performance or challenges facing the management of performance appraisal. For example through assessment of performance appraisal for teachers in improving job performance, the decision makers and government officials to be able to assess the  goals and objectives of performance  appraisal system (PAS). Thus, they 
recognize the goals of work performance by assessing the whole procedures used in evaluation of performance appraisal in improving job performance. In turn, this facilitates the attainment of goals depending on the proper assessment of the elements of other elements within CIPP model of project planning, monitoring and evaluation (Misulis et al 2011).      
                                                  
2.6.2 The Inputs
CIPP model reveals input evaluation as an element which  assesses the alternative approaches of  competing actions plans in implementing a project or program in term of  budget for their feasibility and potential cost effectiveness to meet the target needs so as to achieve organizational goals (Stufflebeam, 2003).

2.6.3 The Processes
CIPP model reveals that the process in evaluation acts play a role  as a mediating stage between context, input and the product is an ongoing check up on an implementation of the project and documentation of the process, including changes in the plan as well as key omissions or poor execution of certain procedures. In this regard this variable is involved in the implementation of performance appraisal for teachers in improving job performance (Stufflebeam 2003).

2.6.4 The Products
 In CIPP model the product evaluation is conducted in project planning ,monitoring and evaluation purposively so as to measure the quality of service in implementing organizational goals , interpret and judge an organization achievement and it involves the assessment of both intended and unintended outcomes of the project , the  outcomes can be positive and negative, short terms and long-term outcomes, the product is greatly 















Figure 2.1: Conceptual Framework Presenting Diagrammatically the Elements of Performance Appraisal System Model Known as Stufflebeam Model





This chapter described the methodological procedures that were used to collect data relevant for the research problems identified in chapter one of this research paper and show how the results of this study was presented and analyzed. Furthermore, it focuses on the research design and various research approaches, the geographical location or the area of the study, the target population, sample size, sampling techniques and procedures used in this study during data collection, reliability and validity of the study instruments as well as variables and measurements. It also includes the description of the methods and tools which were used to collect data such as questionnaires, interviews, observation checklist and documentary review; also, it explains and describes the procedures for data analysis and critical interpretation of the findings.

3.2 Research Design
The findings of this study were employed by using a descriptive design of data analysis and case study design in analyzing the findings of this study. The descriptive design was enabled the researcher to collect and analyze a valid and reliable information about role of performance appraisal by using varieties of data collection techniques such as questionnaires, interviews and documentary review within a specific geographical area so as to get detailed information and comprehensive picture of on open performance and review appraisal system implementation (OPRAS) for teachers in relation to individual performance. The findings of this study investigated on the assessment of the role of performance appraised for teachers in improving job performance particularly the assessment of teacher’s evaluation system in job performance and the challenges facing the 
management of performance appraisal for teachers in schools organization. In addition to that, the case study was used since only one area of the study is selected for the study during data collection. It also, enabled the researcher to search for various sources of information that is required in this study on the role of performance appraisal on improving teacher’s job performance in Hanang’ district council.

3.3 Research Approaches
The findings of this study were analyzed by the used of both qualitative and quantitative approaches of research design in order to investigate the role of performance appraisal on improving teacher’s job performance. In this case, the qualitative research approaches entails a means for exploring, searching and understanding the actual meaning and process in implementing performance appraisal, in individual level and group level ascribed to a social human problems pertaining to the research issues of teacher’s performance appraisal in Hanang’ district council. 

In this study, qualitative approaches  was dominated greatly, and all part of this study  sought to generate  and investigate the main theme of this study from the analysis and interpretation of the collected data or findings on the role of performance appraisal for teachers in improving job performance. Hence, it was investigated the problem through gathering information from various opinions from the participants or respondents through questionnaires, interviews and observation checklists. On the other hand, the qualitative approaches which are more interested in identifying a number of statistical procedures which was applied and used in complementing this research study. Therefore, the used of both approaches enabled the researcher to use strategies of both approaches to confirm cross-validation of the findings within the single study. 
3.4 Area of the Study
The study was carried out in Hanang’ district council as a  (case study) of Manyara Region in Tanzania, in which Manyara region comprises of six administrative districts; these are Mbulu, Kiteto, Simanjiro, Babati (rural), and Babati (urban). Also three divisions were involved in this study namely; Katesh, Bassotu and Balang’dalalu.In this study simple random selection was used to select the total of three (3) divisions from (5) divisions available in Hanang’district council. The selections of divisions were on equal access to participate in conducting a research on the role of performance appraisal on improving teacher’s job performance because the divisions are in the targeted area of the study.

3.5 Target Population
The researcher was interested to choose this target population in this study so as to get information on the role of performance appraisal on improving teacher’s job performance, these are ; the District Executive Director (DED), District Educational Officer (DEOs) for primary and secondary schools in the district, District Teachers service Department Officers (TSDO), district Human Resource Officer (DHRO), District Inspectorate Officers (DIO), Head teachers for primary schools, head of secondary schools, teachers and other educational stakeholders in the district.

3.6 Sample and Sampling Procedures
In selecting sample and sampling procedures in this study, the researcher was involved a sample size from the entire population which helped the researcher in getting information on the role of performance appraisal on improving teacher’s job performance and drawing conclusion after investigating the phenomenon. This was supported by Barreiro et al (2001) who commented that that during conducting, the researcher should not involve the whole population in the specific area of the study , but the  researcher  should apply the sampling procedures and  techniques in identifying a few in number  in the population  known as  sample size . The author argues that the sample size represents the actual characteristics of the entire population. In the present study, the selection of the sample considered factors such as the information required, the purpose of the study and the time frame in which study is conducted.

















According to Kothari (2004), it is stated that sampling procedures is the systematic process of selecting the number of units from the entire population which was included in the study on the role of performance appraisal on improving teacher’s job performance; the findings of this study revealed that the researcher used purposive sampling techniques in his study whereby the researcher used to select elements within the population to represent characteristics found in the entire population. 

In most cases purposive sampling was used in qualitative research as it allows the selection of information needed in the study, not only that but also in purposive sampling sample elements judged to become the representative of the sample that was selected from the 
population. It also, used as judgment, and selective sampling is a non-probability sampling method that is characterized by a deliberate efforts to gain representative samples by including groups in a sample size selected by the researcher in this study. The researcher was relied on his own judgments to select sample group members. Thus, purposive sampling is mainly popular in qualitative studies, on other hand, (Kothari, 2004) who commented that in purposive sampling the researcher has a sufficient knowledge of pertaining to the research to select sample of experts and subject matter  are selected in this sampling method according to the type of the topic. Therefore, skills and capabilities of the researcher of finding appropriate individuals who was contributed to the achievement of research objectives and play important role on the outcome of studies by using these sampling techniques.

3.6.2 Sample Participants
The sample participants used in this study were District Executive Director (DED), the selection of DED was mainly be done purposely whereby DED has a status of being an employer of the teachers in the district council, hence is expected to provide valid and reliable information on open performance review and appraisal system (OPRAS) for the teachers who is their employer, whether OPRAS has impact in improving teachers job performance or not. On the other hand, the district teachers service officer (TSD) officers were selected as a sample participant for the aim of proving details of their employees, District human resource officer (DHRO) and District inspectorate officers are expected to provide the research information on open review performance appraisal (OPRS) because the teachers are civil servants and the information about their performance appraisal are found in their offices and they are concern with the performance appraisal management, also head teachers and the head of the secondary schools and other educational stakeholders were  involved in this study.  
Teachers: The teachers are thought to be potential reliable sources of information to address the research problem in chapter on the role of performance appraisal on improving teacher’s job performance. Also, the teachers are involved in the study due the potential role they play as the key personnel in implementing performance appraisal, they were involved through both purposive and simple random sampling techniques and they were selected according to their gender, age, education level, marital status and working experiences.

3.7 Data Sources and Data Collection Methods
Data which were used in this study was collected from the major sources and through various methods as explained hereunder.

3.7.1 Sources of Data
According to Kothari (2004), it is stated that primary data is the first hand information collected through various methods such as questionnaires, interviews and documentary reviews .These information is directly collected by the researcher from the original source that is the respondents who were considered in the study.  This study was used a primary data which are original in nature, thus, it was helped the researcher to control information elicited rather than relying on questions and information asked by another part during conducting research. In this study primary data were collected from respondents such as district executive officer ( DED), District TSD Officer, District HRO, district inspectorate officers, Head of Secondary schools, and head teachers in primary schools in the districts, ward education  coordinator’s and other educational stakeholder’s respectfully. On other hand secondary data are second hand information which was collected and compiled for other purpose from the various sources includes books, journals, encyclopedias’, newspapers, periodical and compiled statistical statements and reports, therefore, 
secondary data were used so as to obtain information relevant to the study which could not be gathered directly from the field  and the data were provided information from the initial stage of field study to its end through documentary search, such as statistics from TSD Office, DHRO records, DED office records, district inspectorate officers records, the information gathered through secondary data was served as supplement to primary sources (Kothari 2004).

3.7.2 Data Collection Methods
In this study, the following techniques were used in collecting information from the field study ,these techniques were included questionnaires, interviews and observations, the questionnaires  involves a set of questions that are administered by the researcher through oral-verbal with research participants, on the other hand , semi- structured interviews are used in this study ,this is the face to face interaction between a researcher and the respondents, it is used as a  flexible way  as they allow the participants to give more information that is reliable to the research study and with a greater depth and it can be obtained through the interview and it allows flexibility as there is an opportunity to restructure questions. 

In the connections to this ,  semi-structured interviews were employed to obtain deep information from district executive officer (DED), district human resource officers( DHRO), teachers service department officer (TSD) , district chief inspectorate officer(DCIO),district education officers for primary and secondary schools, ward education officers, head of secondary schools ,head teachers in primary schools, teachers and other stakeholders. Each interview session was taken at least 30 minutes up to 45 minutes. It was held in different places where the respondents participants were easily be reached these are the respondents who are mentioned above.
Kawulich (2005) commented that these techniques  were used in data collection such as an observation, interview and questionnaires; the researcher was decided to go to the field work and take notes on any information that are sufficient obtained through observation .The observation techniques include participatory and non-participatory methods. It was focused on generating data regarding their working environment, responsibilities, and the incentives and rewards given to them for their job performance. The data which were gathered through observation complements information collected through interviews and document searches, the observation was increased the chance for the researcher to obtain a valid and reliable picture of the phenomena being studied. The method was helped the researcher to have an opportunity to look on what was taking place in the real situation about the role of performance appraisal in improving teacher’s job performance.

3.8 Validity and Reliability of the Study Instruments
According to Kothari (2004) it is argued that validity of instruments is done by looking at the relevance consistency and validity of the instruments is administered for easy explanations, and clarifications on the validity instruments used in the research study. Furthermore, the validity instruments were then being presented to the supervisors of this study for further comments and refinement where necessary. Also, the validity was enhanced by pre-testing of questionnaires’ and carefully framing of questionnaires by using research experts. In this study, the measure of reliability was tested  by using Cronach’s alpha which is sometimes known as coefficient alpha whereby its value range between zero (0) to one (1) to give evidence that the results of the study is reliable. Therefore the reliability of this study was tested by the means of Crobanch’s alpha its range is in 0.8; therefore, the result proves that the data collected from the respondents are reliable. Sauro, (2015)  argued that, the measure of reliability requires only one sample of data to estimate the internal consistency reliability therefore, in this study the reliability of the test was measured on how consistent participants responds on one set of item from collected data in the field study.On the other hand Kothari (2004) suggested that the reliability of the test is described by Cronbanch’s alpha whereby correlation coefficient of 0.7 is considered appropriately in measuring and testing reliability and indicated as reliability of data collection in the study.

3.9 Data Analysis Procedures
According to Kothari (2009), it is argued that data analysis is a process that implies editing, coding, classification and tabulation of collected data, it is a process which involves scrutinizing the required information and making inferences. In this study data were analyzed by using computer software known as statistical package for social sciences (SPSS version 16.0).

3.9.1 Qualitative Data Analysis
The researcher was used a qualitative method in data analysis which were collected through observation and interviews where closed-ended questionnaires are subjected to content analysis. The  quantitative data analysis are used in interpreting and illustrating the qualitative findings that was obtained , in the context of this study data regarding to the role of performance appraisal for the teachers in improving job performance was analyzed qualitatively. On top of that, the data was classified and synthesized in major themes and sub-themes, and some of the arguments and explanations of the participants were also being presented as quotations. This study was supported  Kothari (2009)  who commented that deceptive analysis in research studies is the studies which are concerned with describing the characteristics of particular individuals, group of people in a particular area of a study. In this study, the researcher was used the descriptive design in analyzing data that were collected from the field by describing the characteristics of teachers in job 
performance and performance appraisal system of teachers with specific predictions, narration of facts about teachers’ performance appraisal specifically on the open performance review appraisal system (OPRAS) implementation. 

3.10 Variables and Measurements
This section of the research paper review the variables and measurements that were used in conducting the research study, the variables and measurements that were defined within this study are independent and dependent variables which are described in the conceptual framework adopted in this study. The independent variables are the variables that were controlled for and manipulated in this study are rewards, training, recognition, environments, working conditions opportunities, promotion of teachers in connection with their job performance appraisal system and appraisal management system in school organizations. 

Another, variables used in this study was dependent variables, these variables were observed the outcomes of independent variables that were manipulated in the study, in this research motivation and training was taken as dependent variables, where by the components of motivation are money, increased of salary, bonus and allowances, also, the employee are the components of training and promotion, independent variables may results to successful implementation of  open performance and review appraisal system(OPRAS) which further leads to the  increased of performance thereby improving public service delivery for teachers in Hanang’ district council. The measurements of these variables were be analyzed by using descriptive and qualitative analysis.

3.11 Limitations of the Study
Several limitations were encountered in conducting this study. Including an institutional bureaucracy and complex timetables for official responsibilities was resulted into much more than anticipated time being needed to collect information from different officials.  Thus, the researcher had to adjust his timetable to meet appointments according to the respondents’ schedules. The study was further limited by time as per university regulations while the nature of the research design needed prolonged engagement in the study area.  However, triangulations of research methods were employed to get sufficient information.

3.12 Ethical Consideration
As said elsewhere, ethical issues are very crucial in any research work involving human beings, similarly, in this study ethical procedure for conducting research was observed during the process of preparation and conducting field study.

3.12.1 Research Clearance Letter
In this study all important procedures for undertaking this research was carefully observed before conducting research and before going for data collection, whereby the permission was requested of collecting data from the Open University of Tanzania authority where the researcher was obtained a clearance letter as a permit which was introduced him to Manyara regional administrative secretary (RAS). Therefore, the RAS was issued an introductory letter to the District administrative secretary (DAS) of Hanang’ district who introduced researcher to District executive director (DED) Hanang’ who was also provided the permission of conducting this research in the respective area of study.

3.12.2 Confidentiality
 The researcher was ensured confidentiality about the information be given by the respondents during data collection in the field study. Therefore, even before giving information the respondents were ensured that the information that they were provided would be confidential and private, thus, it would only for the research and academic purpose.
3.12.3 Anonymity

























4.0 DATA ANALYSIS, PRESENTATION AND INTERPRETATION

4.1 Overview
This chapter examines the data analysis, presentation, interpretation and the discussion of the findings. In addition, this chapter discusses the findings from the research questions that are an investigation on the role of performance appraisal on improving teacher’s job performances; under the following objectives of this study, as evaluation of teacher’s performance appraisal systems, factors affecting the implementation of performance appraisal for teacher’s, assessment of the role performance appraisal on improving teacher’s job performance in Hanang’ district council. The findings of this study were presented and analyzed by using statistical procedures such as means, standard deviations, frequency tables, and percentages for easy analysis and interpretation of the findings. 

4.2 Demographic Information of the Respondents
This is the information obtained from data collected from the field study and it was used by the researcher in investigation of the problem from the sample of population selected in this study that is the teachers, supervisors and managers in Hanang’district council. It was a demographic characteristics and features of the sample selected from the entire population in the area of the study, the selection was based on the gender of the respondents, age of respondents, academic qualification of the respondents, and duration of services and position of respondents in their working environment, this implies that how working experiences affect teacher’s job performance and performance appraisal.

4.2.1   Age of the Respondents
The researcher was interested to indicate age of respondents in this study , data on the age are indicated in Table 4.1 shows the ages of the respondents, the aim of indicating age of respondents is to determine young and old teachers who are working in schools and to determine different views of respondents of different ages and how age can affect employee’s job performance in the organization, Table 4.1 shows the ages of the respondents who were selected in the sample of population in this study on the role of performance appraisal on improving job performance, the results of the findings indicated in the table shows the age of the teachers is about (20.0%) which range between the age of  20-30 years old , (45.5%) of the respondents their age range between 30-40 and (17.5%) with the age between 40-50 years, 6 (15.0%) with the age of 50-55 years and (2.5%) were above 55 years old . The indication of the age profile in this study regarding the age of  respondents, had implications in this study as it indicated that the great number of teachers was between  the age of 30-40 years old which were (45.0%) for both teachers and supervisors from the entire population in the specific area of the study that is Hanang’district council. This implies that age of the respondents can influence these demographic phenomena on the role of performance appraisal on improving teacher’s job performance in schools organizations. The age between 30-40 years old is the age of young teachers who were employed in the school organization for specific purposes of achieving the organizational goals and objectives.










     
    Source: Researcher’s Analysis (2016)

4.2.2 Analysis of Gender of Respondents
The results of this study used to analyze the gender of respondents from the entire population and the selected sample size in the targeted area of the study; the researcher was interested to include   the gender of respondents in his study in order to find out the gender analysis into the study for critical interpretation of the findings on the gender issues and how gender is affecting teacher’s’ job performance in the school organization. Table 4.2 shows the data on gender of respondents who were considered in the sampled population. From the data collected and analyzed on the gender of the respondents, the findings revealed that the majority of the respondents about (55.0 %) were male, while (45.0%) of the respondents were female, the findings therefore, implying that the number of male teachers were above of that of the female teachers in the sampled population. Also, the gender of the supervisors were indicated in this study as shown in Table 4.2 where (55.0%) of the respondents are male and (45.0%) of the respondents are female, this implies that number of the female supervisors is greater than that of the male supervisors.
Table 4.2 Gender of Teacher’s Respondents




Source: Researcher’s Analysis (2016)
  
4.2.3 Academic Qualifications of the Respondents
In addition to that, the researcher was indicated the academic qualifications and the level of education of the respondents who were teachers and supervisors as shown in the table below, these level of education was indicated in Master degree, Bachelor degree, Diploma as well as certificates. Their responses were shown in Table 4.3 as it indicated that the respondents had enough knowledge and skills about the role of performance appraisal on improving teacher’s job performance and OPRAS implementation, this is because all respondents had an acceptable academic qualification for their teaching carriers. The results of this study investigated that respondent who hold Master Degree were about (12.5%), Bachelor degree were about (45.0%), Diploma holders were (27.5%) and Certificates was (15.0%) respectively. The qualification of the respondents varies as indicated in Table 4.3 this is because these teachers are teaching in both primary and secondary schools whereby teachers with certificates are teaching in primary schools and those with Diploma, Bachelor and Masters are teaching in secondary schools and some of them are the head of departments in Hanang’district council. The education level and academic qualification of the respondents was very important in this study so that the researcher could get different views and opinions on OPRAS implementation from the respondents of different levels of education indicated in this study such as Certificates, Diploma, Bachelor and Masters Degrees. 








Source: Researcher’s Analysis (2016)

4.3 Findings According to Specific Objectives
Form the specific objectives in this study, the findings were presented and discussed according to the responses of the respondents, and these objectives are to assess the role of performance appraisal on improving teacher’s job performance, to evaluate teacher’s evaluation system and factors affecting performance appraisal and its management system in achieving both individual goals and organizational goals.

4.3.1 Challenges Facing OPRAS implementation in Schools Organization
                                           
The findings in this study investigated the challenges facing OPRAS implementation as indicated and shown in Table 4.4, the results of this study revealed the lack of feedback in evaluating employee’s performance appraisal and performance management systems, as the majority of the respondents about (25.0%) mentioned that they did not get feedback on their performance evaluation, that is the government authority was not provided a feedback for their annual performance in achieving organizational goals. The implication of not giving back feedback to the teachers for their job performance is that, if the supervisors and managers in the organization do not give back feedback for performance appraisal practices, the individual and organizational objectives cannot be achieved as per government policy about teacher’s performance appraisal practices in the organization.

In the results of this study, the feedback is considered as a very important tool on improving teacher’s job performance, and the performance appraisal practices used to improve student’s academic performance in school organizations and improving teacher’s job performance standards. As the results the performance appraisal practices  based on the developmental purposes of performance appraisal process and  the feedback has regarded as an essential elements for teacher’s job performance in the working  environment, and without any means of giving information on their performance appraisal, the desired changes in motivation and productivity cannot take place in schools. Also, the investigation shows the number of ways through which performance appraisal can be operated, in this study the respondents gave their views on the appraisal process as the primary way through which feedback is given to the teachers for their job performance. 
Also the study revealed that performance appraisal process is regarded as a formal meeting between teachers and supervisors or managers so as to discuss teacher‘s job performance. Furthermore, results of this study suggested that teachers used to look for the feedback on their performance and their perception with regard to the feedback provided by their supervisors is associated with the job they are doing .In this study the teacher’s knowledge and understanding of the evaluation of the performance appraisal process and the performance standards had a positive impacts on improving teacher’s job performance. The findings of this study are linked with Nwanne’s study (2014) who commented that performance appraisal involves evaluating, rewarding and motivating an employee, for their job performance and giving feedback for the aims of improving, employee’s performance regarding their job performance and encouraging the communications between the supervisors and employees on their evaluation of their  performance appraisal practices. 

4.3.2 Poor Knowledge and Skills of the Respondents on OPRAS Implementation
The findings of this study investigated that respondents have a  poor knowledge and skills on the implementation of OPRAS  in school organization, their responses was shown in Table 4.4 as they were asked whether they have enough knowledge and skills on the implementation of performance appraisal system, the results of this study shows that if teachers have enough skills and knowledge on the performance appraisal system it leads to the effectiveness in implementing performance appraisal in school organizations. The evidence of teachers knowledge and skills on OPRAS implementation is indicated in Table 4.4 whereby some of the respondents about (2.5%) said that they do not understand the importance of performance appraisal practices in their organization and for them performance appraisal is something  unnecessary and meaningless in improving job performance. Therefore, since some of the teachers in school organizations do not understand the importance of performance appraisal practices, and it is possible that teachers does not have a enough knowledge concerning the performance appraisal system hence teacher’s’ performance appraisals in schools is not implementing effective in school organization, the implementation of performance appraisal for the teacher’s demanded knowledge and skills  when conducting the performance appraisal .The results on the teacher’s understanding of performance appraisal process therefore have provided an indication of this situation. Therefore, the finding implies that teachers do not understand the implementation of OPRAS and they are not accepting the way performance appraisal practices are operated in their organizations. The finding of this study is similar with the study conducted by Sheikhah et al (2015), who commented on that the implementation of the performance appraisal demanded  employee’s in  understanding about the performance appraisal  goals in improving job performance and in achieving organizational goals, on top of that the author argued that  the  quality in the levels of performance  appraisal  and the employee’s motivation that could be associated with the organizational performance in implementing performance appraisal. In  this study the respondents were asked some questions if they have enough knowledge and skills in order  to get the teachers’ and supervisor’s views about how the knowledge of performance appraisal leads to effectiveness of  teachers’ performance appraisal in the school organization.

From the findings of this study the respondents gave their views that they didn’t understand the importance of performance appraisal practices, their responses were as shown in Table 4.4, and this implies that respondents don’t have enough knowledge about performance appraisal system in achieving school organizational objectives. Also, the findings in this study indicated that poor working environment is  affecting the implementation of performance appraisal, their responses are shown in Table 4.4 whereby (15.0%) said that poor working conditions is the factor that affect performance appraisal, this implies that there are some teachers who are working in the environment which lack necessary social services housing, health services, water and power supply (electricity),teaching and learning facilities which could encourage and motivate  teachers in their teaching carriers.
Furthermore, the findings in this study investigated lack of commitment of the supervisors in the implementation of performance appraisal whereby (17.5%) mentioned that the supervisors lack commitment in performance appraisal management. Their views and opinions are shown in Table 4.4 where (17.5%) mentioned that the supervisors had no commitment in the implementation of performance appraisal. It was evident from this study that the teachers was not given a feedback by the supervisors for areas they were being appraised. The findings of this study are supported by the study done by Nhamo (2014) who commented that the lack of motivation and reinforcement to the employee’s has not only undermined commitment but also rendered the whole process in the performance appraisal for improving job performance. This implies that the supervisors have no commitment in the implementation of performance appraisal practices.

Table 4.4: The Challenges which Affecting the OPRAS Implementation in Schools Organization
	Challenges Affecting OPRAS	Frequency	Percentages
	Poor knowledge and skills	12	30.0
	Poor Working environment	6	15.0
	Lack of feedback	10	25.0
	Low level of understanding	1	2.5
	No commitment of supervisors	7	17.5
	Lack of information about OPRAS	1	3.0
	Lack of fund used to implement OPRAS	3	7.0
	Total	40	100.0

Source: Researcher’s Analysis (2016)
4.3.3 The Working Experiences of the Respondents
The researcher was interested to investigate on working experience of the respondents in his study, the question was asked to indicate the working experiences of the teachers in their working place and in teaching carrier s, the results about working experiences was indicated in the number of year they worked in the stations as teaching staff in school organization. Their views and opinions were indicated in Table 4.5 whereby (70.0%) of the respondents worked 1-5 years in a station, and (21.2%) of the respondents worked 6-10 years, (7.5%) worked 15-20 and (1.2%) worked 20-25 years. The results reveals that majority of the respondents worked in one working station in 1-5 years that is about (67.5%) of the entire population, this may be due to job dissatisfaction among teachers and they decide for voluntary transfer to other station. 

The implications regarding respondents on working experiences in schools organization was that majority of the respondents had enough experiences that could help to give valid information about performance appraisal within the organizations which indicates that data were collected from respondents with enough working experiences about OPRAS implementation. On the other hand, the implication of short working experiences of the respondents in filling OPRAS forms is poor knowledge and skills in filling all items in forms accordingly and less understanding on OPRAS objectives as indicated by department of human resource. Also, the short working experience of the respondents implies poor performance of the teachers that lead to poor job performance and less understanding on individual objectives and organizational objectives    
Table 4.5: Working Experiences of the Supervisor’s Respondents






Sources: Researcher’s Analysis (2016)

 4.3.4 Whether the Respondents ever Filled OPRAS Forms
The findings of this study investigated that respondents were ever filled open performance and review appraisal system. The results revealed that teachers ever filled the forms during the evaluation of annual performance appraisal, the teachers responses are shown in the Table 4.6 below to show whether the teachers ever filled OPRAS forms. From the finding (93.8%) of the respondents have ever filled OPRAS forms and (6.2%) have not ever filled OPRAS forms. 

The results of this study implies that the majority of the teachers were filled OPRAS forms as the government policy and regulation which required all civil servants in the country to fill this forms  in order to evaluate the individual performance to achieve organizational goals and objectives in public institution including schools. Therefore, filling forms is an indication that the managers and supervisors review the annual performance of teachers and give rewards for each individual who achieved individual and organizational goals, not only that but also, use OPRAS in official decision making such as teacher’s promotion for outstanding performance of the teachers, transfers, demotions and termination of contract for poor performing teachers   in schools.













4.3.5 The Perception and Importance of OPRAS Implementation in School Organization
Also, the researcher was investigated about teacher’s perception on the importance of OPRAS implementation in school organization; their responses were shown in Table 4.8 to indicate the perception of the teachers towards the importance of OPRAS implementation in school organization. The results of this study shows that  (23.8%) of the respondents mentioned that OPRAS is important in achieving organizational objectives, where  (32.5%) said that OPRAS is not important and (43.8%) were  indicated that they are not sure whether it is important or not, that they do not understand the importance of performance appraisal practices in their organization.

Therefore, since the large number of the teachers do not understanding the importance of performance appraisal practices, and they are not sure whether performance appraisal has positive impact on the achievement of organizational goals, it is possible that teachers lack a knowledge concerning the performance appraisal system, hence for employees’ performance appraisal for them was not effective in a performance appraisal practices. The results are strongly linked to satisfaction with the system of this study as supported by Ochoti e t al (2012) who comments that the perceptions of teacher’s on performance appraisal system are an important aspect that contributes in OPRAS implementation. This implies that understanding of teachers in performance appraisal, their attitudes and feelings about the performance appraisal system in organizations is crucial as it examine its, efficiency during implementing performance appraisal. 

The study also shows that if performance appraisal system is bias it can be a source of dissatisfaction with the performance appraisal system as well as job performance. Not only that but also, the employee’s reaction on the performance appraisal is a critical issue of the unacceptable performance appraisal system and the employee’s dissatisfaction and perceptions of unfairness in evaluating employee’s job performance. Furthermore, the findings are congruent with the study conducted by Ngeno (2013), who comments on the involvement of the employees in discussing individual objectives with the supervisors or managers that it plays a major role on the effectiveness of the performance appraisal process. This part plays the role that can be leveled into knowledge of the stakeholders on performance appraisal implementation, conduction and process of performance appraisal by those appraised. From the findings of this study it was revealed that the respondents, both teachers and supervisors commented that performance appraisal being carried out in school organizations is poorly done, due to the fact that, teachers perceived performance appraisal as a managerial tool that is used for controlling the employees and is too subjective depending on the supervisor’s judgment that brings outcomes which are opposite to their expectations. Therefore, the finding implies that employees do not understand and are not comfortable with the way performance appraisal practice is carried out at their organizations.

The findings of this study is in line with the study conducted by Alubbe (2015), who argues that the effectiveness of performance appraisal demands a clear understanding of performance goals; quality levels of performance and employee’s personal commitments that should be tied to organizational performance and implementation of the performance appraisal. Apart from that, the findings of this study is supported by Taderera et t al (2011) who comments that the perceptions of the employees on performance appraisal system are important for employee’s promotion, not only that but also, the performance appraisal encourages the accountability of performance appraisal and how it identifies areas of weaknesses and strengths and how performance appraisal motivates employees and increases awareness of the job requirements. In the study the responses of the respondents investigated a number of negative outcomes of appraisal that included the feeling that it had led to poor relationships between supervisors and employees.
Table 4.7: Teacher’s Perception about OPRAS Implementation






Source: Researcher’s Analysis (2016)

4.3.6 Feedback and Implementation of Performance Appraisals
The findings of this study investigated whether supervisors were provided feedback for the employee’s performance appraisal in the organization the responses was shown in Table 4.9 where by the respondents gave their views and opinions on how feedback is influencing performance appraisal and improving job performance, the data collected from the respondents as indicated under this objective whether teachers were evaluated and received feedback accordingly. The results from this study indicates that the majority of the respondents about (90.0%) said NO, they were not given feedback for their performance appraisal in improving job performance and (10.0%) of the respondents said YES, this implies that teacher’s job performance were evaluated without being given any feedback about their job performance.

In addition to that the results of the study shows that teachers’ was not given feedback as reported by the majority of the respondents, in this study about (3.8%) of the respondents were not aware of performance appraisal practices. Therefore, this indicate that majority of the teachers do not get enough feedback after they are being evaluated. It is also possible that the process is not well organized by the management of the performance appraisal system. The finding of this study implies that OPRAS for the teachers is a waste of time to 
be carried out if at end the evaluation feedback is not given upon. In most cases, the performance evaluation feedback is valuable to be given as part of daily work routine and it should be given with a positive attitude as this can have an effect in the teacher’s future performance. The findings of this study on performance evaluation feedback has been supported by Jensen’s study (2011), who comments that teacher’s performance appraisal practices demands the evaluation feedback of the teacher’s in their teaching carriers, also it requires the school management to use teacher assessment of their job performance that shows proper tract to teaching and learning processes, this associated with giving progressive feedback for teachers regarding their job performance.

Moreover, the result of this study is supported by Taderera et al (2011) who commented that the effectiveness of performance appraisal system in school organization should provide the chance for the supervisors, managers and employee to promote the achievement of individual and organizational goals setting. This means that, the effectiveness of the performance appraisal used to increase employee’s performance expectations and standards for improving job performance. The implementation of OPRAS in the organization is the essential component of both the organization’s success on project planning, monitoring and evaluation and the individual employee’s career self-assessment of their job performance. 
Apart from that, the author comments that in giving employee’s evaluation feedback, supervisors and managers should provide the opportunity to the employees concerning their own performance in the organization. Moreover, on providing evaluation  feedback of  the employee’s performance appraisal, the findings in this study revealed that it influence teachers performance appraisals as commented by the majority of the respondents, during interviews the respondents suggested that communication system between the supervisors and the employees is mostly influenced the teacher performance appraisal. Also, the findings of this study was shown that by giving employees with feedback encourages good performance and strengthens job performance among employees. 
Table 4.8: Whether Teachers have Ever been Evaluated and Received Feedback for their Individual Performance





Source: Researcher’s Analysis (2016)

4.3.7 The use of OPRAS Implementation by the Government Authority in Official Decision Making
 The researcher was interested to investigate on whether the supervisors use OPRAS information in official decision making such as termination of contracts demotions, transfers, and promotion of the teachers in schools organizations. The results of this study shows that the government authority did not implement OPRAS effectively and use the performance evaluation reports in decision making. The comments of the respondents were shown in Table 4.10 whereby the majority of the respondents said NO (86.2%) the supervisors do not use OPRAS in decision making and (13.8%) of the respondents said YES the government authority use OPRAS implementation in official decision making. This implies that the government authority do not use OPRAS in decision making such as promotion for outstanding performing teachers , transfer, demotion and termination of contract for poorly performing teachers. Therefore, findings were investigated that if government authority does not use performance appraisal indecision making such as demotions, termination of contract, transfers for the inefficient performance of the teachers and promotions for outstanding of the teachers it demoralize teachers in their job performance. This study is in line with key findings of Chukwubikem (2013), who comments that the teacher’s evaluation system is used to determine teacher’s promotion like salary increments and the performance appraisal for teacher’s promotion is a systematic process that involved it relation with decisions on the teacher’s employment status. However, teachers are getting deferential pay like pure seniority and academic qualification which has resulted in teachers pursuing all sorts of part time academic responsibilities in the organization.

Also, the results of this study is supported by Karuru (2014) who argues that the performance evaluation system which is currently is used to evaluate teachers in primary and secondary schools is not effectively implemented by the supervisors and teachers in both primary and secondary schools in improving teacher’s job performance. In implementing performance appraisal it was found that teachers were not aware of the performance evaluation system, this was because staff’s promotions and salary increment of the teachers is corrupt and  gender biased rather than relying on the performance evaluation process and practices . This study further revealed that, the evaluation of teacher’s performance appraisal provides both positive and negative feedbacks, in this ground of important decision making such as salary increment for the teachers as motivation which influences improvement of performance in schools. 

This study also is supported by Nhamo (2014) who comments that the use of performance appraisal in decision making such action may involve employee’s promotion, transfer and demotions decisions, due to the fact that such decisions is then used as a tools in evaluating performance appraisal process. On other hand , the findings of this study links with the study conducted by Zvavahera (2013) who  states  that salary increments and promotions was observed that has no meaningful relationship between performance and financial 
rewards such as salary increments, promotions and advancements, this has left many teachers are  disgruntling and they are  feeling that  it is not necessary to  work hard but  they are  working  in order to be paid. The indication to this is that service delivery will remain poor as long as teachers are not rewarded according to their performance and teachers are feeling that (OPRAS) is time consuming with no positive results for the teachers as well as school organization.







 Source: Researcher’s Analysis (2016)

4.3.8 Leadership Style in Implementation of Performance Appraisal
The respondents were asked the question on the leadership style in the implementation of performance appraisal system and in the evaluation of the employee’s performance in school organization. The question for the leadership style was asked whether democratic leadership style is used or autocratic leadership style in implementing OPRAS for teachers. The findings of this study reveal that the leadership styles are very important in the implementation of performance appraisal where by the majority of the respondents agreed on the importance of leadership used by the supervisors in implementing performance appraisal and in the management of performance appraisal. Their responses was shown in Table 4.11 that about (57.5%) of the respondents said YES and (38.8%) of the respondents said NO. This implies that leadership style is very important in the implementation of performance appraisal. 
Also, this study was investigated that the type of leadership style used in the implementation of performance appraisal as democratic leadership style in which the majority of the respondents accepted this style, when they were asked this question about leadership style (66.2%) of the respondents agreed with democratic leadership style and (17.5%) of the respondents said the suitable leadership style is autocratic leadership. The results implies that the leadership style needed in the evaluation performance appraisal of teachers job performance is democratic, where by  the supervisors and the employees agreed together on the employees performance in accordance with the organizational objectives and goals and individual objectives.
Table 4.10: Leadership Style in OPRAS Implementation





 Source: Researcher’s Analysis (2016)

4.3.9 The Suitable Leadership Style in OPRAS Implementation
Also, the findings of this study investigated the suitable leadership style in OPRAS implementation, their response was shown in Table 4.12 whereby (76.5%) indicated that the type of leadership that is suitable in OPRAS implementation is democratic in which the teachers and supervisors set goals and objectives to be appraised, and the teachers have individual objectives to be achieved and the appraisal process is done in democratic manner. On the other hand, (23.5%) indicated that autocratic leadership is only used in implementation of performance appraisal system. The result of these findings supported by Tenderera et al (2011) who comments that the management of the performance appraisal in the organization and the requirements of the appraisal system are; relevance, sensitivity, reliability, independence, acceptability and practicality, all these are the elements of democracy. Therefore, for the  teacher’s the  performance appraisal to be successfully operated ,all  teachers must to know how well they are performing and assures that feedback is given on a continuous basis of daily, weekly, and monthly comments from the supervisors or managers in the organization. On the other hand, organizations should have appraisal appeal procedures and the appeal process should serve three purposes such as to protects employees from unfair appraisals, to protects the organization from potential charges of unfairness and helps to assure that appraisers to do a more conscientious job of evaluation because they know their appraisals are subject to examination by others in the organizations.

Table 4.11:The Suitable Type of Leadership in OPRAS Implementation
	Type of Leadership in OPRAS Implementation	Frequency	Percentages




 Source: Researcher’s Analysis (2016)

4.3.10 Level of Trust between Supervisors and Teachers during OPRAS Implementation
 The researcher was investigated the level of trust between supervisors, managers and teachers during OPRAS implementation, their responses was shown in Table 4.13 in which some of the respondents about (42.5%) said YES, supervisors and teachers  trust each other in OPRAS implementation, while (57.5%) said NO, they do not trust each other. The finding of this study states that the majority of the respondents indicated that teachers do not trust supervisors during evaluation of annual performance appraisal system. The results of this study is supported by Tenderera et al (2011) who argue that the  purposes of the performance appraisal process is therefore, assess the performance of the teachers rather than the teacher himself or herself about their job performance. In the performance appraisals the supervisors used to assess, monitor and control the performance standards and agree on performance expectations in relation to the organizational objectives and responsibilities of the employees. In addition to that the performance appraisals also, establish individual training needs and essential for teaching careers and succession planning for staff motivation, attitudes and behavioral development for positive relationships between management in discussing employees’ job performance and development. 






 Source: Researcher’s Analysis (2016)

4.3.11 Involving Teachers in Discussing Individual Performance Objectives with Supervisors
The findings of this study investigated whether the supervisors involve teachers in discussing individual performance, give their views and whether they participate in setting objectives and criteria for which they are evaluated and appraised. Their responses were shown in Table 4.13 whereby (54.5%) of the respondents said NO, they were not involved in discussing individual performance objectives with the supervisors, while (45.5%) said YES, they are involved in discussing individual performance objectives with the supervisors. Therefore, it is evident that teachers to a large extent were not involved in conducting and discussing performance appraisal with the supervisors. This is an indication that the majority of employees were not involved in discussing performance 
appraisal with the supervisors and therefore, managers do not understand the importance of involving their subordinates in the performance appraisal process. The involvement and participation of the teachers in setting objectives for performance appraisal is important in achieving the organizational goals and objectives but the results of this study shows that teachers are not given opportunity to participate in setting objectives and criteria in which they are appraised. The finding of this study  implies that poor participation of teachers in the formulation of objectives affects the application of performance appraisal as supported by Ngeno (2013),who  comments  that performance appraisal standards and  objectives in performance evaluation calls for appraising the teacher’s actual performance against the set  performance standards, the author in his study formulate the management philosophy known as management by objective (MBO)  this are principles and regulations that emphasizes on goal setting and planning between individual employee’s and the supervisors. On the other hand, management by objectives (MBO) encourages participatory approaches to the teachers and supervisors in goal setting, in which both the supervisor’s managers and staff are involved in goals setting. In this philosophy the managers and supervisors are needed to set measurable goals with each employee and periodically discuss with the employee his progress towards the goals.

Not only that but also, the findings of this study is supported by Maqbool (2014) who states that  involving employees in discussing individual performance contributes to in the implementation of performance appraisal and teacher’s job performance , that is  the performance appraisal system has impacts on other human resource (HR) functions such as recruitment, retention, planning and development in the organization so as to ensure the success of recruitment, selection, training and motivation practices. Therefore, the performance appraisal systems specifically involved in the management by objectives, this means that, the performance appraisal based on pay and employee training has change the employee performance result as well. 








4.3.12 whether the Performance Appraisal is Understood to the Respondents or not

The respondents were asked on whether they understood well the implementation of OPRAS in school organization or not, their responses are shown in Table 4.14 whereby (66.5 %) of the respondents mentioned YES to indicate that they understood the implementation of OPRAS and (33.5%) of the respondents said NO, the OPRAS implementation is not understood to them. This implies that the level of understanding is low to some of the teachers; the evidence is shown in Table 4.14 below, as to why some of the teachers do not understand the implementation of OPRAS in school organization.   









4.3.13 The Reasons as Why Teachers do not Understand OPRAS Implementation
Also, the researcher in his study investigated on the reasons why they do not understand OPRAS implementation in schools, their responses were indicated in Table 4.15. Therefore, since some of the teachers seemed to be not understanding the implementation
 of performance appraisal system, the reasons they gave during the interview are lack of information given to teachers by the supervisors  about performance appraisal, their responses shows that about (61.0%), said that ,they have not given information on OPRAS implementation, Others said  it is used just as formality this is  about (5.0%) of the respondents, lack of knowledge and education or poor knowledge concerning the performance appraisal system hence teachers’ performance appraisal in schools were not effective about (12.5%) of the respondents. Also, the results of this study on the teachers understanding of performance appraisal process gave evidence on why teachers do not understand the OPRAS implementation in school organizations.

Table 4.15: Reasons as why Teachers do not Understand OPRAS Implementation
	Reasons for not Understanding OPRAS	Frequency	Percentage
	Lack of feedback	55	61.0
	No information is given about OPRAS	12	11.0
	Lack of knowledge and education	15	12.0
	No implementation, just a formality	6	5.0
	It is used by supervisors not teachers in decision making	12	11.0
	Total	80	100.0











5.0 CONCLUTION AND RECOMMENDATIONS

5.1 Overview
This chapter deals summary of the findings, discussion of the results and conclusion drawn from the study as well as recommendations based on the study findings and suggestions for the further studies worldwide, Africa and Tanzania. 

5.2 Summary of Findings

5.2.1 Assessment of the Role of Performance Appraisal on Improving Teacher’s Job Performance
The first objective was to assess the role of performance appraisal on improving teacher’s job performance, the results of this study revealed that majority of the respondents mentioned that the feedback on teacher’s job performance influenced performance appraisal practices in the school organization, their responses was shown in Table 4.9 that about (90.0%) of the respondents commented that they were not given feedback for their performance appraisal. 

From this study it is evident that if teachers do not get feedback for what they are appraised for is a waste of time to practices performance appraisal because the evaluation feedback is considered as a part of daily routine for improvement of job performance and it can have an effect for future performance planning, development, monitoring and evaluation. In addition to that, the study investigated on the perception of the performance of the teachers in improving job performance in school organizations, this is evident from the respondent’s responses as follows; about (43.8%) of the respondents mentioned that performance appraisal is not important in OPRAS implementation as about (32.5%) of the respondents mentioned that they are not sure whether performance appraisal is important or not. This implies that teachers do not understand the importance of performance appraisal practices; they have no enough knowledge on performance appraisal and its effectiveness in achieving organizational goals. 

5.2.2 The Challenges Facing Teacher’s Performance Appraisal System
Also, the study investigated that the government authority does not use OPRAS in official decision making such as demotions, promotion, transfer and termination of contract, this is evident from the teachers responses that about (86.2%) said NO the government authority does not use OPRAS in decision making while (13.8%) of the respondents said YES, the findings of this study revealed that the government authority was not used performance in decision making. Further, majority of the respondents in this findings mentioned that teachers are not involved in discussing individual objectives with the supervisors and managers. 

Their responses was shown in Table 4.14 whereby (52.5%) of the respondents said NO, teachers are not involved in discussing individual performance objectives with the supervisors while (45.0%) said YES, this implies that teachers are not involved in discussing individual performance objectives and organizational objectives, also teachers are not participating in setting goals and the criteria to be appraised during OPRAS implementation. 

Not only that but also the study investigated the challenges that affect the implementation of OPRAS in schools organization. The findings of this study revealed the evaluation feedback in performance appraisal is important issues in implementing OPRAS in all organization in Tanzania. The evidence on this is shown from the respondents views on OPRAS implementation that is about (25.5%) mentioned that they were not given feedback on their evaluation that is the government authority was not provided a feedback for their performance in the organization. From the results, feedback as a very important factor in the performance appraisal system. From findings of this study the respondents were asked whether they understand the importance of performance appraisal practices, their responses were as shown in Table 4.4, that they don’t have enough knowledge about performance appraisal system in achieving school organizational objectives. In addition to that, the findings in study indicated that poor working environment affects the implementation of performance appraisal whereby, (15.0%) of the responses said that poor working condition is the factors that are affecting performance appraisal, this implies that there are some teachers who are working in the environment which lack necessary social services such as housing, health services, water supply and electricity.

5.2.3 The Evaluation of the Teacher’s Evaluation Systems in Job Performance 
The findings of this study revealed that there is there is no trust between teachers and the supervisors in OPRAS implementation, the evidence of this is shown in the responses of the respondents whereby (57.5%) of the respondents said NO there is no trust between supervisors and teachers, while (42.5) of the respondents said YES, this implies that teachers and supervisors do not trust each other in the implementation of OPRAS  and if there is no trust between teachers and supervisors the objectives of performance appraisal is not met, because OPRAS is the open evaluation of the employee’s performance in the organization. Also the results of this study revealed the suitable leadership styles that are used in OPRAS implementation. This is shown in Table 4.12 where by 66.2% of the respondents mentioned that the suitable leadership style used in performance appraisal as democratic leadership compared to autocratic leadership as mentioned by few number of respondents about 17.5% of the entire population. This implies that managers and employees set the organizational goals and objectives and agreed upon evaluation of annual performance appraisal in relation with the organizational mission and vision.

5.3 Conclusion of the Study
The study was conducted in order to investigate the role of performance appraisal on improving teacher’s job performance appraisal systems in Tanzania. Basing on the study objectives the following conclusions was thus drawn from the research topic on the role of performance appraisal system in improving teacher’s job performance, the study concludes that performance appraisal is an important element to the teaching and learning process in schools , furthermore, the study  investigated the lack feedback on the evaluation of performance appraisal as mentioned by (90.0%) of the respondents, also the study concludes that, performance appraisal was not used in official decision making in the human resource department, these decision making includes promotions for outstanding performance, transfer, termination of contracts and demotions for the teachers with poorly performing teachers in school organization this was supported by (86.2%) of the respondents who said that the government does not use OPRAS information in decision making. 

The study also, concludes on the involvement of the teachers in discussing performance objectives with the supervisors the results revealed that supervisors (54.5%) of the respondents commented that they were not involved in discussing individual performance with the supervisors. Further, the study concludes that the level of trust between teachers and supervisors should be high in the implementation of performance appraisal on improving teacher’s job performance, the trust is very important in implementation of performance appraisal. Also, the leadership style is important in performance appraisal process, the finding investigated democratic leadership style in performance appraisal and the performance management system. Even though the study focuses not only the impact of feedback but also suggests its significance for motivating and rewarding for outstanding performance of the employees in the organizations. The performance appraisal has an implication for teachers in improving job performance and a proper feedback system such as a post appraisal interaction where performance results will be frankly communicated to the employees. Then, this could further strengthen the working relationship between the teachers and their supervisors in the school organizations. Further, this study has implication for teacher’s performance as through a proper feedback system that the supervisors and employees came to know the exact level of their performance and once the teachers know their exact level of performance appraisal through goal setting and feedback of what is being appraised. 

5.4 Recommendations
From the findings of this study it is recommended that supervisors and the managers in the organizations should give back sufficient feedback to the teachers on OPRAS implementation so as to enable teachers to identify their strengths and weaknesses in job performance and improving their job performance. The superior supervisors should use 360-degrre feedback, critical incident and management by objectives (MBO) methods in performance appraisal processes and teachers should be involved in setting of organizational objectives and individual objectives and use transparency in performance appraisal practices and use objective criteria in evaluating performance appraisal to enable them to know the basis upon which they are being evaluated and appraised. 

Furthermore, there is need to review performance appraisal system because human resource managements (HRM) is constantly changing in implementing OPRAS all public institutions. Also, there is a need for teachers to be trained on the importance of performance appraisal system and implementation of OPRAS in school organization. Based on the findings and conclusions of the study the following recommendations were drawn in the study on the role of performance appraisal on improving teacher’s job performance and from the findings  of this study presented in data analysis and interpretation and the  discussion of the findings in chapter four .these are as follows;

1. 	From findings the study it is recommended there is a need to enhance performance appraisal practices or operation and the implementation of OPRAS in term of planning, monitoring and evaluation, When the review takes place, the government officials and the supervisors of the performance appraisal system and management must take the time to conduct and put emphasis on employee’s evaluation systems pertaining to their job performance in fulfilling the organizational goals. 
2.	The study is recommended he  for the teacher’s performance appraisal to be implemented in schools  organization, the government officials and the supervisors of the performance appraisal should to be trained and educated on the implementation of performance appraisal system, in this study it is it  recommended that performance appraisal  is effective in  utilizing and developing human resources management in the organizations and the use of an effective and productive performance appraisal system enable the employees to achieve organizational goals and objectives.
3. 	Also, every teacher in school organizations must have and understanding of the performance appraisal system and the goals of the performance appraisal process because without understanding the performance appraisal process teachers the organizational objectives.
4. 	The teachers performance appraisal practices is essential for improving employee’s job performance ,also, performance appraisal process must be conducted skillfully and efficiently in evaluating teacher’s performance in order to achieve organizational goals and if the teachers are not well trained about performance appraisal system, the performance appraisal will lose its credibility.
5. 	Apart from that OPRA implementation is important in official decision making such as promotions, demotions, transfers and termination of contract of the teachers for the aims of improving teacher’s job performance. In order to make OPRAS effective, teachers and supervisors should set goals and determine a teacher’s responsibilities to be evaluated and appraised and  will enable teachers to understand what future action should be taken, to continue acceptable performance and unacceptable behavior for future performance appraisal in improving their job performance. 

5.5 The Implications of the Theories with the Study
The researcher was used the theories or critical review of supporting theories which are relevant to this study, these are motivation theories which has implications with this study of the role of performance appraisal on improving teacher’s job performance. The theory which implies with this study which was used by the researcher was the expectancy theory which deals with the behavioral process of human beings which help him/ her in decision making process for the aims of achieving organizational goals. 

This implies that the individual’s employees used to put more efforts in their job performance on how to achieve the goals and the end they value in decision making process and their beliefs on the ability of the employees in their job performance, also, the expectancy theory implies that for the employees to achieve the organizational goals the managers should provide rewards to the employee’s such as salary increment, promotion and recognitions. This theory implies that the employee have positive attitude with a work 
performance if the managers and supervisors give evaluation feedback and rewards for outstanding employees performance and high achievements in the organizations. Another, theory used by the researcher in this study  is Helzberg theory of motivation which has implication with this study  in the implementation of performance of appraisal in public service delivery in Hanang’ district council, this theory implies that the contribution of motivators and hygiene factors are influencing employees in the organization, these motivators includes challenging work, recognition and  responsibility that give to the employees a job satisfaction, on other hand , the hygiene factors implies that employees are influenced by status, job security, salary, employment benefits, work conditions all  this  led to positive  job satisfaction among the employees. Therefore, the effective job performance of the employees depends highly on whether the employees are satisfied or dissatisfied with the job they are doing.

Another theory which was used by the researcher was used Mc Gregory’s theory of X and Y which implies on the employees who dislike work and needed to be directed and controlled, inherently lazy, this theory implies that supervisors and managers believes that these employees needs to be seriously supervised, controlled and supervisors should have a creativity in solving problems, and use their talents in improving employee’s job performance in the organizations.  Also, this theory implies that the employees finds out and accept responsibility and to exercise self-control and self-direction in accomplishing objectives to which they are assigned and committed in the organizations. 

Moreover, the theory implies that the managers and supervisors should develop the climate of trust between the supervisors and employees in human resource management and functions such as development, recruitment, and retention and planning. On top of that, the  theory implies that the theory create good relationships  between managers and the 
employees and creating a good environment in job performance and the subordinates can develop and use their abilities in improving job performance and achieving organizational goals and influences performance appraisal on improving employee’s job performance. 

5.6 Areas of Further Study 
The aims of this study were to assess the role of performance appraisal on improving teacher’s job performance in public service delivery in Tanzania. However, it is important to conduct more research on performance and review appraisal system in the organizations, particularly with the regard to evaluation of performance appraisal, feedback of the previous appraisal system and perception of   teachers on OPRAS implementation in the school organizations and the areas in which improvements in performance appraisals may done in order to achieve organizational goals and objectives. This will lead the better understanding of the performance appraisal system (PAS) particularly in all public institutions and service delivery.  Therefore, the study investigated the role of performance appraisal on improving teacher’s job performance; the researcher recommends the following research topics for further studies worldwide, Africa and Tanzania. 

1.  	The influence of performance appraisal process and planning on improving teacher’s job performance in both public and private schools.
2. 	The effectiveness of the performance appraisal systems in improving teacher’s job performance. 
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Appendix 1.QUESTIONNAIRES FOR THE TEACHERS	
Dear teacher,
As the government employee your school has been selected so as to provide information that could be used to assess the role of performance appraisal for teachers in improving job performance (Open performance review appraisal system-OPRAS) in schools. I assure that all information that will be provided is special for academic purpose and not otherwise.
Please, kindly respond trustfully to the following questions, the information given shall be treated with outmost confidentiality. I thank you in advance.
In this section, put a tick (˅) or circle in the space provided.
1.	Sex: Male        (     )      Female                          (      )
Age: Below 20  (     )   20-30    (    )  30-40      (         )   40-50  (      )  50-55   (     )   55 and  above    (      ) How many years you have served in this school?  1-5  (        ) (     )    15- 20   (     )   21-25   (     )    26-30       (       )
2.	Highest education Level
Masters Level (    )   Bachelor Level   (     ) Diploma Level   (     )   Certificates level   (      ) others, specify……………………………………………………………………………..
………………………………………………………………………………………
5. What do you have to say about the way OPRAS is implemented, is it understood?  Yes      (      )        No       (     )     If, NO why………………………………………………………      ……………………………………………………………………………………………..   ………………………………………………………………………………………………
6. 	Have you ever filled in OPRAS form?    Yes     (      )       No       (      )
7. 	Were you involved in discussing your individual performance objectives with your supervisors?   Yes    (     )          NO        (       )
8. 	How do you perceive OPRAS implementation?
Important    (      )      Not important      (      )   Not sure      (      )
9. 	You as a teacher have you ever been evaluated and receive your evaluation feedback?  Yes     (      )           No         (       )
10. 	Does government authority use OPRAS in decision   making such as promotion, transfers, and demotions and contract terminations for teachers in schools?  
Yes   (    ) No       (       )
11. 	Does OPRAS improve your job performance? Yes     (      )        No       (       )
12. 	Do you think leadership styles are important in the implementation of OPRAS?   Yes    (      )           NO       (       )
If   Yes, what type of leadership is important in OPRAS implementation?
Autocratic    (     )             Democratic      (      )
13.	 Do you think supervisors and teachers (employees) trust each other in OPRAS implementation?
Yes           (        )                       NO              (      )
14. 	Do the employers give feedback on the teacher’s performance either positively or negatively? If NO, why? If Yes how?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
15. 	Do the employers use OPRAS to identify the outstanding job performance and give rewards accordingly to teachers? Comments:
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
16. 	Does the Human Resource (HR) department discuss with the teachers on organizational objectives and teachers individual objectives? Comments:
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
17. 	What do you think can be the role of OPRAS for teachers in improving job performance? Comments…………………………………………………………………………… ………………………………………………………………………………………………………………………………………………………………………………
18. 	What are the challenges that affect OPRAS implementation to teachers?  ………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
19. What are your recommendations for improving OPRAS?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………




These questionnaires are meant to seek information that could be used to assess the role of performance appraisal for teachers in improving job performance (Open performance review appraisal system –OPRAS) in schools. I assure you that all information that will be provided is special for academic purposes and not otherwise. Therefore, you are kindly requested to respond trustfully to the following questions .The information given shall be treated with outmost confidentiality .I thank you in advance. 
In this section, please put a tick (˅) or circle in the space provided.
1. 	Sex:   Male         (      )                  Female                  (      )
2. 	Age: Bellow 20     (     )     20-30        (     )        30-40       (      ) 40-50       (      )     50- 55       (      )       55 and above (      )
3. 	How many years have you served as a supervisor?
1-5        (      )     6- 10       (     )     15-20      (    )    21-25   (      )       25-30      (       )
4.	 Highest education level
	Masters        (        )          Bachelor     (      )       Diploma     (        )
	Certificates   (        )        Others; specify…………………………………………………………………………………………………………………………………………………………………………………
5.	Position in management
Head teacher/ headmistress (     )  Vice head teacher (     )   Academic teacher (       )   
Discipline teacher (        )         District Education Officer (        )         TSD officer (        )         
Others (please specify) ……………………………………………………………………………………...……………………………………………………………………………………………………………………………………………………………………………………………………......  
6. 	Do you use performance evaluation feedback to make important decision making such as promotion, transfers, demotions and termination of contract to teachers in school organizations?  Yes                  (       )     No            (      )
7. 	Do you think leadership styles are important in OPRAS implementation? 
 Yes      (      )                   NO                       (        )
If, Yes, what type of leadership is important in OPRAS implementation?
Democratic                       (         )                 Autocratic           (        )
8. 	What do you have to say about the way OPRAS is implemented, is it understood?   Yes            (       )                  NO                       (       ), If No, Why.................................................................................................. 
………………………………………………………………………………………………………………………………………………………………………………
9. 	Do you think supervisors and teachers trust each other in OPRAS implementation?
Yes       (      )                      NO                      (    )
10. 	How do you perceive OPRAS implementation?
Important (      )        Not important        (     ) Not sure      (      )
11. 	As a supervisor do you involve teachers in discussing school organizational objectives and individual performance objectives?
Yes           (      )                     NO                   (        )
12. 	Does OPRAS improve your job performance? Yes     (      )        No       (       )
13. 	What are the challenges which affect the OPRAS implementation in schools organizations?
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………..
14. 	What are your recommendations for improving OPRAS?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………





i. Teachers performance appraisal system
ii. Employers performance appraisal management system 
iii. The challenges facing performance appraisal system for teachers.
Iv. Evaluation of teacher’s evaluation system.






i. The teacher’s contribution to job performance, hence, good student’s performance. 
ii. Policy Governing performance appraisal for teachers in improving job performance.
iii. Teacher’s commitments’ on the implementation of the performance appraisal





i. Provision of friendly useful policy and seculars that guide the performance appraisal system.
ii. Employers to give feedback on teacher’s performance to improve job performance during performance appraisal process for the employees and employers.
iii. Involvements of teachers of teachers in setting both individual and organizational goals. 




i. Higher academic Students performance in schools
ii. Increase rate of employee’s job satisfaction.



